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1.0 Introduction 
 

1.1. The purpose of this document is to provide supporting evidence for the 
draft Equality Policy 2012-2017. It also seeks to demonstrate how the 
Council is meeting the requirements placed on public bodies under the 
Equality Act 2010.  
 

1.2 Our approach to equalities is based around addressing four key issues: 
 

 Understanding the needs of our customers 

 Providing accessible, local and personalised services 

 Supporting thriving and cohesive communities 

 Promoting a culture of fairness 
 

1.3 This document sets out how we are meeting each of these key issues in 
terms of current performance, focusing particularly on how we  meet the 
needs of people who share protected equality characteristics. The 
report does not include everything the Council is doing, but highlights 
the key areas of success and, where necessary, where action is being 
taken to improve outcomes.  
 

1.4 The following information has been used to inform this report: 
 

 The number of people with different protected characteristics who 
access and use services in different ways. 

 Customer satisfaction levels and informal feedback from service 
users with different protected characteristics, and results of 
consultations. 

 Complaints about discrimination and complaints from people with 
different protected characteristics. 

 Details of policies and programmes that have been put in place to 
ensure high equality standards or address equality concerns in 
service delivery. 

 
1.5 Monitoring and reporting on these areas enables us to analyse the 

information to see if there are differences between protected 
characteristics and investigate the processes which have resulted in 
these differences, taking action as necessary to try and remove barriers 
and promote equality for all groups.  

2.0  Equality of Opportunity – Our Ambition  
 
2.1 Oxfordshire County Council is committed to making Oxfordshire a fair and 

equal place in which to live, work and visit.   
 

2.2 We aim to ensure that our staff are equipped with the knowledge and skills 
to meet the diverse needs of customers, that our services are accessible 
and to encourage supportive and cohesive communities through our 
service delivery.  
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General Statement of Effectiveness 
 

2.3 In general, Oxfordshire County Council considers that it performs 
very well in meeting the requirements of the Equality Act 2010. This is 
based on the range of evidence contained in this document, which 
demonstrates the wide range of actions being taken across service areas 
to avoid discrimination and harassment, advance equality of opportunity or 
foster good relations. 
 

2.4 The Council has a raised awareness of the impact of our policies, 
practices and decisions on people with different protected characteristics. 
This enables us to make informed decisions about policies and practices 
which are based on evidence about the impact of our activities on equality, 
and have due regard to the aims of the general equality duty by ensuring 
that staff have appropriate information for decision-making.  
  

2.5 We regularly assess whether we are discriminating unlawfully when 
carrying out any of our functions, and benchmark our performance and 
processes against those of similar organisations nationally and locally. We 
also consider taking steps to meet the needs of staff and service users 
who share relevant protected characteristics where appropriate, based on 
evidence and assessment of performance. 
 

2.6 However, as demonstrated elsewhere in this document there are a 
number of specific areas where we need to take action to improve our 
performance, and to improve outcomes for people who share protected 
characteristics. These areas form the basis of the key equality issues for 
the Council, and the priorities for action we have identified. 

 

What we are seeking to achieve 
 

2.7 In achieving our ambition, we have identified four key equality issues for 
the Council, and these will guide our approach: 

 

 Key Issue 1- Understanding the needs of our customers 
 

 Key Issue 2 -Providing accessible, local and personalised services 
 

 Key Issue 3 - Supporting thriving and cohesive communities 
 

 Key Issue 4 - Promoting a culture of fairness 
 

2.8 These key equality issues align closely with the Council‟s overall strategic 
objectives, as set out in the Council‟s Corporate Plan. This helps to ensure 
that our work on equalities and diversity is embedded within service 
planning delivery rather than being seen as separate.  
 

2.9 The following sections provide more detail on each key issue, including 
examples of what we are already doing in response. 
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Service and Community Impact Assessments 
 

2.10 The Equality Act 2010 requires all public authorities to assess the 
impact of their policies on communities. In this context, 'policies' is a 
general term that could include strategies, projects or contracts. The 
assessment has five parts: gather information, engagement, analysis, 
objective setting and review. 

 
2.11 In Oxfordshire County Council, this process is termed Service and 

Community Impact Assessments (SCIA). A SCIA is intended to ensure 
policies meet the diverse needs of our customers. We assess the impact 
of decisions on any relevant community, but with particular emphasis on 
groups that share protected characteristics.  

 
2.12 All policies undergo an initial assessment that is proportionate to the 

significance of the change and the potential impact. Assessments are 
available to Councillors when making a decision on whether to agree a 
new policy or not. Any significant decisions have a full assessment, 
demonstrating the data and research that has been used, feedback from 
consultations with affected groups and an action plan to mitigate any 
impacts. Partners, staff or stakeholders are involved to check the 
assumptions match the experience on-the-ground.  

 
2.13 Each year, an initial assessment is produced on the potential impact of 

the cross-cutting issues in the overall Council budget. This year, it also 
covers the Medium Term Corporate Plan and the capital programme, to 
ensure there is a consistent and considered assessment of the potential 
impacts across the whole of the Council‟s service and resource planning 
process. 

 
2.14 Once a decision is made the assessments are updated and then 

reviewed on a regular basis over the implementation of the project or 
policy or contract to ensure that the initial assessments were accurate, and 
that the impact of any changes in approach and learning from 
implementation are included. 

 
2.15 Completed Service and Community Impact Assessments are published 

on the public website at: www.oxfordshire.gov.uk/cms/public-site/equality-
and-cohesion   

 
 
 
 
 

  

http://www.oxfordshire.gov.uk/cms/public-site/equality-and-cohesion
http://www.oxfordshire.gov.uk/cms/public-site/equality-and-cohesion


Equality Policy 2012-2017 – Supporting Information Page | 6 

3.0 Key Issue 1: Understanding the Needs of Our 
Customers 

 
3.1 This section focuses on how we understand the needs of our residents, the 

sections that follow give examples of how we are responding to these 
needs. For a more detailed breakdown of the key points about 
Oxfordshire‟s population in relation to people who share different 
characteristics please see Annex 1.  

 

Examples of how the Council is working to understand the 
needs of our customers 

 

Consultation and involvement arrangements 
 
3.2 The County Council also has well established consultation and involvement 

arrangements to specifically engage the community, including some 
protected groups. 
 

3.3 There is a council-wide Consultation & Involvement Strategy „Ask 
Oxfordshire‟ and a research governance framework which ensures that 
research, evaluation, audits and consultations with users of adult social 
care services are checked before they are carried out to make sure they 
are ethical, of a good standard and people who take part are protected. 
 

3.4 Details of the Council‟s consultation and involvement activities such as 
service and policy change consultations, surveys of our Citizens‟ Panel 
„Oxfordshire Voice‟, service user events such as Sounding Boards are 
published on an online consultation calendar that can be found at 
http://www.oxfordshire.gov.uk/consultation.     

 
3.5 Information about our wide-ranging participation opportunities for Young 

People can be found on Boombox, our specialist website for children and 
young people. http://boombox.oxme.info/cms/  

 
Oxfordshire Voice  
 

3.6 The Council's Oxfordshire Voice Citizens‟ Panel is an important way for 
local people to help shape Oxfordshire County Council policies and 
services. Members receive 3 surveys and 2 newsletters per year, and are 
occasionally asked to take part in other activities such as focus groups or 
online questionnaires. Recent examples of areas the panel have been 
invited to comment on include customer services, libraries, volunteering, 
the budget, website testing, and communications preferences. In 
circumstances where less of a certain group have actually completed the 
survey (overall we generally get a 50-60% response rate), weighting is 
applied so that their views of the group are representative. 
 

3.7 At the moment we are undertaking a recruitment exercise and by February 
2012 we will have a 3,000-member panel that will be broadly representative 
of the makeup of the county. Quotas have been set for people who share 

http://www.oxfordshire.gov.uk/consultation
http://boombox.oxme.info/cms/
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protected characteristics (including ethnicity, disability, gender and age) 
and the recruitment is based on this. This means that when we ask the 
panel questions in future, we will understand the views and needs of all 
groups in the community.  

 

Adult Social Care 
 
3.8 Oxfordshire completes a Joint Strategic Needs analysis each year with the 

local Primary Care Trust. This looks, for each ward in Oxfordshire, at a 
group of measures including health needs, population changes, lifestyle 
choices (such as smoking and drinking) and services provided. This 
analysis of needs underpins commissioning strategies and service 
developments. 
 

3.9 We are investing in community based day opportunities, to support people 
who live in their local communities and to keep them as healthy and 
independent as possible. The day opportunities strategy was developed 
based on 14 (closer to communities) locality profiles that identified needs 
specific to that locality and made locality specific recommendations for 
service development. The profiles were presented to local councillors and 
the recommendations refined based on their feedback. The profiles and 
recommendations were then sent out to potential service providers as the 
basis of the service specification for that locality. 
 

3.10 Adult Social Care clients are asked as part of the assessment process 
to provide relevant details about themselves, so we are able to understand 
both their personal needs, and any underlying trends.  
 

3.11 In addition, in February 2011 we undertook a survey of our Adult Social 
Care clients, and received over 550 people responses. Overall, 90% of 
clients were satisfied ore better with the services they received (59% 
extremely or very satisfied, a further 31% are satisfied) and 60% felt they 
had a high quality of life. This survey is to be repeated annually. We 
additionally asked people if we could contact them again to track how their 
individual experience is changing over time. Over 100 people agreed to this 
and their satisfaction is being monitored over the year. These people will be 
invited to attend a focus group to identify what additional changes could 
improve services.  
 

3.12 The survey also helped identify that men were generally more likely to 
have higher levels of satisfaction with the service and a higher quality of life 
than women. Noticeably, men with a learning disability were the exception. 
We would like to explore in more detail why this discrepancy arose, for 
example to understand if the nature of care services we provide 
(traditionally tasks such as cooking and cleaning rather than more practical 
services) is a contributing factor and will do this via the focus groups 
mentioned above and other consultation events.   
 

3.13 The survey also identified that people who are over 85 are less likely to 
be very satisfied with personal hygiene and people who are under 65 are 
more likely to be very satisfied with personal hygiene, an issue also 
identified in an Equalities and Human Rights commission report on Home 
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Care. We have addressed this by setting up a team of service users and 
their carers who are now monitoring the quality of services we contract by 
talking to existing clients.  
 

3.14 Until 2010, the Care Quality Commission assessed the performance of 
local authority adult social care on a number of criteria including ensuring 
that the people they served were kept free from discrimination and 
harassment. In their last report on Oxfordshire, November 2010 the Care 
Quality Commission said the authority was performing well in this regard. 

 
3.15 The Department of Health also produces an annual report on the 

performance of adult social care. In their latest report, for 2009/10, they 
noted that in Oxfordshire: 

  
o More people were receiving an assessment of their needs than 

the national average 
o More adults with a learning disability are supported into work 

than the national average 
o Recording of ethnicity in Oxfordshire is better than the national 

average 
 

3.16 Oxfordshire is a relatively healthy and wealthy county. Of the 152 
councils which are responsible for arranging adult social care, Oxfordshire 
is around the 10th most healthy. This means that the number of people 
accessing adult social care should be fewer than elsewhere. 
 

3.17 However we have compared the number of people in Oxfordshire 
receiving a service to the national figure. Although we want and expect this 
to be lower than elsewhere, the figures for adults with a mental health 
problem and adults with a physical disability are much lower than we would 
expect and this raises questions. 
 

3.18 For adults with a mental health problem, this is about recording 
services. Services are provided by the Oxford Health Trust and we do not 
collect full information on this service. We have therefore set up revised 
systems for sharing information and will review this in the next year. 

 
3.19 For adults of a working age with a physical disability we have identified 

that we were underestimating the demographic pressure (for example the 
number of people with a physical disability living longer, and surviving 
accidents which would previously have been fatal). We have therefore 
increased the budget for these services and revised the way we bid for 
funds for these services. 
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 Oxfordshire National 
rate 

Oxon rate 
compared to 
national rate 

No Rate 

Adults of a working age 
with a physical disability  

1465 3.65 5.94 61% 

Adults of a working age 
with a mental health 
problem  

640 1.59 5.42 29% 

Adults of a working age 
with a learning disability  

1240 3.09 4.04 76% 

Older People 9215 78 106 74% 
 

Figure 1: Physical disabilities in Oxfordshire, 2009 figures. Source: Office for National Statistics 

Gender 
 
3.20 48% of Oxfordshire‟s working age population is female, and 49% of our 

adult social care clients of a working age are female. Nationally 47% of the 
working age population is female and 50% of the social care clients are 
female 
 

3.21 Both nationally and locally 63% of the older population are women and 
67% of service users are women. This discrepancy may be because more 
women act as informal carers for husbands, than husbands act as informal 
carers for their wives. Given the similarity to national trends, this is not an 
issue we are actively seeking to address. 
 
Ethnicity 
 

3.22 A more pressing concern is the low percentage of service users of a 
working age from a Black, Asian and minority Ethnic background compared 
to the proportion in the overall working age population (7% compared to 
11%). There is a similar discrepancy for older service user, suggesting that 
at present people from Black or minority ethnic backgrounds do not appear 
to be using services from adult social care as much as we would expect. 
The council needs to investigate this further. 

 
 

 

 

 

 

 

 

 

 

 

Figure 2: Proportion of adult social care users from Black, Asian and minority ethnic background. 
Source: Office for National Statistics; Oxfordshire County Council  

 

% of older population 
who are from a BME 

background 

% of older service 
users who are from a 

BME background 

Ratio 
(proportion of 

users/proportion 
of population) 

Oxfordshire 2.55% 1.80% (115 uses) 0.71 

England 4.44% 4.24% 0.96 

 

% of working age 
population who are 

from a BME 
background 

% of working age 
service users who are 

from a BME 
background 

Ratio 
(proportion of 

users/proportion 
of population) 

Oxfordshire 10.78% 7.58% (105 users) 0.7 

England 13.84% 13.02% 0.9488 
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Children and Young People 
 

3.23 A needs analysis undertaken as part of the work completed in 
preparation for the development of Oxfordshire‟s Children and Young 
People‟s Plan identified gaps in performance for some equality groups, 
which were then addressed within the delivery plan. 
 

3.24 The plan itself has three key priorities, with substantial focus on the 
more vulnerable groups of children and young people in Oxfordshire:   

o Keeping all children and young people safe 
o Raising achievement for all children and young people 
o Narrowing the gap for our most disadvantaged and vulnerable 

groups 
 

3.25 Vulnerable is a term used to identify those youngsters for whom extra 
support and services are required for a variety of reasons, including sharing 
one or more of the protected characteristics. The plan also included 
universal services and the need to identify the variation in need linked to 
age and gender within the children and young people of the county. It is 
also recognised that youngsters may become “vulnerable” at any point in 
their lives and can well move in and out of this categorisation at various 
points. 
 

3.26 The needs assessment for the Children and Young People‟s Plan and 
more recently the Children‟s Poverty Strategy has helped to identify the 
needs of our population, as has the national “Tell Us Survey” of young 
people and our own children‟s survey.  
 

3.27 More recently the restructuring of the Children, Education & Families 
directorate has recognised the need to be proactive and intervene early to 
minimise impact of the challenges some of these young people and their 
families face with the creation of a new Early Intervention Service. This 
Service aims to improve the outcomes for young people in ten key areas, 
including teenage pregnancy rates and children in need and looked after 
children. 

 
3.28 The Oxfordshire Family Information Service (Oxon FIS) has worked 

hard to identify and respond to the specific needs of families. The team's 
outreach work is targeted to reach families who will most benefit from 
information about childcare entitlements and benefits, using data relating to 
the Index of Deprivation Affecting Children and take-up of the universal 
Early Education Funding. Oxon FIS offers a childcare brokerage service to 
families in particular need, including families with disabled children. In 
addition, officers from the service have attended events such as Oxford 
Pride and The Family Information Fair for families with disabled children. 

 

Engaging with Young People 
 

3.29 Sounding boards and participation forums specifically for young people 
are in place to increase the involvement and participation of children and 
young people in decision-making within the council and across Children‟s 
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Trust partners, especially those children and young people with least 
access to routes of influence. This includes:  
 

o Oxfordshire Youth Parliament,  
o UK Youth Parliament,  
o Children & Young People Sounding Board,  
o Children & Young People‟s Involvement Network,  
o OYE! (Countywide Disability Forum), 
o involvement in Children‟s Trust and Local Area Trust Boards,  
o Connexions Trust Board,  
o Positive Activities,  
o Success Project,  
o Takeover day,  
o Commissioning projects and staff recruitment,   
o parent involvement network (PIN). 

 

Educational Attainment 
 

3.30 Our Strategic Plan for Education has just been published and focuses 
on specific needs of all young people of the county. This included a 
complete review of our educational attainment support, resulting in the 
establishment of a new support service specifically targeting those areas of 
greatest need. 
 

3.31 We know that children from protected groups do not do as well at 
school as others. 

 

Black, Asian and Minority Ethnic Groups 
3.32 Attainment information for pupils at Key Stage 4 shows variable 

performance for the different Black, Asian and minority ethnic groups. At 
KS4, the performance of Pakistani and Black African children has 
increased since 2008 (by 12 and 10 percentage points respectively) but still 
remain below the county average.  The performance of children from 
Bangladeshi backgrounds has increased 19 percentage points and now is 
slightly above the county average. However the performance of Black 
Caribbean children remains an issue, significantly below the county figure.  
The number of Chinese children achieving 5 A*-C GCSE inc English & 
Maths is significantly higher than the county average (76% compared to 
57%).  
 

3.33 A similar variable pattern of performance of vulnerable groups at Key 
Stage 2 can be seen.  The proportion of children attaining level 4 or above 
English and maths remains below the Oxfordshire average for children 
from Pakistani, Bangladeshi, Black African and Black Caribbean 
backgrounds.  The percentage of Black Caribbean children attaining level 
4+ English and maths has increased from 46% in 2009 to 58% in 2011.  
The performance of children from Chinese and Mixed Other backgrounds is 
above Oxfordshire average with 90% and 80% of pupils from these 
backgrounds attaining the required standards. 
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3.34 The Council‟s Equality and Diversity Advisory Service has recently 
commissioned a detailed analysis of this performance information, which 
will be used to inform interventions by the Service as appropriate.   

 

 
Ethnic Group 

Average  
cohort 

size 

% attaining 5+ A*-C GCSEs including 
English and maths 

2008 2009 2010 2011 

Asian Bangladeshi 27 39          65.5      64           58         

Indian 46 52          56         68           61        

Pakistani 103 34          41.5      39.5    46         

Other 55 51          44         50          42         

Black African 58 37          47         43.5       47         

Caribbean 29 18.5       29         26.5       23       

Other 13 50           54         41          40         

Dual 
Heritage 

White/ Asian 45 52.5       59.5      48          74        

White/ Black 
African 

20 45.5       60         32        41      

White/ Black 
Caribbean 

59 27          45         31       53      

Other 74 51          59         48          55         

White British 5525 52       53       58       58      

Irish 18 38          60          73        47          

Other 165 54.5      53        56       61       

Other Chinese 29 70           64          66         76       

Other  37 40.5        30          70       31         
 
Figure 3: Educational attainment by ethnic group. Source: Oxfordshire County Council 

 
3.35 The performance of children whose first language isn‟t English is lower 

than that of their peers. In 2011 46% of children with EAL attained 5 or 
more A*-C GCSEs including English and maths, compared with 58% of 
those with English as a first language. This gap has remained roughly 
constant from 2009 when the gap was 13 percentage points. 

 
Gender 
 

3.36 The attainment of boys is lower than that of girls at both Key Stages 2 
and 4.  In 2011, 53% of boys attained the standard 5A*-C GCSEs including 
English and maths compared with 62% of girls, this gap has increased from 
6 percentage points in 2009.  At Key Stage 2 in 2011, 78% of girls attained 
level 4 or above in English and maths, compared to 73% of boys. This gap 
of 5 percentage points has remained constant since 2008.  
 

3.37 There are persistent differences in the percentage of boys compared to 
girls that are excluded from a school or who have poor attendance. The 
new Early Intervention Service has improving attendance and reducing 
exclusions as part of its strategic objectives. 

 
3.38 There are also more boys than girls who are not in education, 

employment or training (NEET), and again this is a priority for the Early 
Intervention Service. 
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Exclusions of male and female pupils of primary and secondary 

school age (2009-11)
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Figure 4: School exclusions by gender. Source: Oxfordshire County Council 

 
Special Educational Needs 
 

3.39 The attainment levels of pupils with Special Educational Needs (SEN) in 
Oxfordshire are improving steadily, which is in line with national averages, 
but it is still behind the progress made by their peers with no SENs. Mental 
health issues and communication difficulties continue to have the highest 
impact on pupil performance and where these difficulties are not assessed 
at an early stage in the child‟s education, interventions take longer to 
impact on pupil progress. 
 

3.40 The Key Stage 4 GCSE SEN gap in 2009/10 was 54.1 points and in 
2010/11 was 52.6 points. This demonstrates a small but significant 
improvement in attainment levels. The target for 2011/12 is to reduce the 
gap even further to 46.5, which reflects the educational needs of the cohort. 

 
Looked After Children 
 

3.41 A virtual school for looked after children has been established in 
Oxfordshire and all county councillors are briefed about the importance of 
understanding of the needs of the youngsters in their care as part of their 
corporate parenting role. We have made some improvements with respect 
to placement stability and permanent placement but know there is more to 
be done specifically with respect to educational attainment.   
 

3.42 Key Stage 2 performance is showing a positive picture as is 
performance beyond statutory school leaving age. In 2010/11, 50% of 
looked after children at Key Stage 2 achieved level 4 English and level 4 
Maths, compared to 46.2% and 30.8% in 2009/10. 

 

3.43 Performance at Key Stage 4 is an area for further work: in 2010/11, 8% 
of Oxfordshire‟s looked after children achieved 5 or more GCSE A* to C 
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including English and Maths compared to 6.4% in 2009/10. Although this 
has improved, it is significantly below target and national comparators. 

 

Adult Learning and Skills 
 

3.44 Impact assessments identified the potential for reductions to grants in 
economic development to have an impact on economically deprived areas 
and ethnic minority groups where unemployment is higher.  
 

3.45 The most reliable source of data on ethnic minority skills is the 2001 
census, although this will be updated later in the year when the results of 
the 2011 census are released. What the data from the 2001 census 
indicates (see figure 5) is that skills are significantly lower amongst 
Bangladeshi and Pakistani groups, where unemployment is also higher. 

 
3.46 A more recent study found that learners from Black, Asian and minority 

ethnic groups were under represented in the take up of courses (excluding 
English as a Additional Language). The key findings showed that although 
learners are interested in much of the curriculum on offer they have a 
perception of Adult Learning as not  “being for them”. For some in Asian 
communities the need for single sex classes with a matched sex tutor is 
important in order for them to participate. Adult Learning also has an 
important role supporting migrants, refugees and asylum seekers integrate 
and learn English. 

 

 Figure 5: Qualifications of selected ethnic groups. Source: Office for National Statistics 

 

Trading Standards 
 

3.47 A Trading Standards Customer Survey has been used for a number of 
years to gain the views of those who have interacted with the service. The 
survey enables Trading Standards to have an understanding of customers 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
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 White - British

Highest qualifications of selected ethnic groups 

No qualifications Lower level qualifications

Higher level qualifications Other/Unknown
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by age, gender, ethnicity and disability so they can identify trends and take 
appropriate action. 
 

3.48 The 2010/11 Customer Satisfaction Survey suggested that 78% of the 
service‟s users are over 50, and that usage is lower by members of 
minority groups. The proportion of disabled users was roughly in line with 
the county proportions (16.5% of respondents had a disability, compared to 
18% countywide). To increase awareness and use of the service amongst 
younger people and minority groups, especially those with Eastern 
European backgrounds, we have produced targeted communications and 
worked with community groups.  

 

Oxfordshire & Buckinghamshire Gypsy and Traveller 
Services  
 

3.49 Oxfordshire & Buckinghamshire Gypsy and Traveller Services (OBGTS) 
is a multi-agency one-stop shop, working with gypsy and traveller 
communities and partner agencies, across Oxfordshire, Buckinghamshire 
and the London Borough of Brent. 
 

3.50 In 2011, there were 224 residents on the 80 pitches at the six traveller 
sites run by Oxfordshire County Council, and a further 115 plots available 
at 13 private sites, although the council does not record occupancy on 
these. 
 

3.51 The service works in consultation with the traveller communities in 
relation to site maintenance and refurbishment to ensure we fully 
understand and wherever possible meet the needs of our customers. Such 
consultations have driven refurbishment work, resulting in improved living 
conditions and overall quality of life for our residents.  We are currently 
building an extra nine pitches at one of our Oxfordshire sites (Redbridge 
Hollow) to meet the accommodation needs of the growing families, as 
young adults marry and start families of their own.   

 
3.52 OGBTS have formed a Traveller Staff Liaison Group, made up of 

partner agencies and professionals including health, education, police and 
social services, either working with or wanting to engage with the 
communities.  The group meet quarterly and have achieved stronger 
partnership working protocols resulting in quicker response to the 
community's needs, for example if new families require school places or if 
the site manager becomes aware of any health issues. It has also 
meant that services often not accessed directly by the gypsy and traveller 
community are able to respond to their needs.  

 

Transport Schemes 
 

3.53 The Council engages with communities on the development of transport 
schemes, and supports ongoing community partnerships.  We retain 
consultation partnerships with customer representative groups such as 
Oxfordshire Unlimited, Oxfordshire Association for the Blind and Guidepost 
Trust. For example, the redevelopment of Frideswide Square in Oxford has 
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been in liaison with many interest groups including those representing 
customers with mobility or sensory difficulties, as well as with individuals 
and businesses within the vicinity. 

 

Oxfordshire Fire and Rescue Service 
 

3.54 Oxfordshire Fire and Rescue Service takes time to understand the 
needs of customers and has recently undertaken a customer satisfaction 
survey, in collaboration with the 8 other Fire Services in our region, that 
confirms our understanding of our community needs and ties into our 
maintaining of our Customer Service Excellence Status. 
 

3.55 The Service is looking at the data and responses to see where we can 
continue to improve our delivery of service in conjunction with projects 
within our Integrated Risk Management Plan, for the next 10 years of 
protecting the community.  

 
3.56 In the next evolution of our strategy, „Walk the Talk‟, we will look to 

safeguard particular sections of the community who are more vulnerable 
(due to certain risk calculators such as drug or alcohol dependency, health 
or age related problems, or through lack of understanding, feel disengaged 
or where their first language is not English). We will also safeguard other 
groups within the community who are reluctant to come forward for 
assistance, along with our normal business of protecting and serving the 
community at large. 

 

Key Issue 1 - Priorities for Action 
 

We will build on our current approach and: 
 

1a) Investigate why levels of satisfaction with services that are generally 
high are variable between different groups, for example by running 
focus groups with adult social care service users. 
 

1b) Ensure that Oxfordshire Voice Citizens‟ Panel, our resident‟s panel, 
is broadly representative of the makeup of the county by increasing 
the number of people who share the some of the protected 
characteristics to ensure it is balanced to reflect age, gender, 
ethnicity and disability. 
 

1c) Implement our new Strategy for Education to improve 
educational outcomes for all young people. In particular, we will take 
action to close unacceptable gaps in attainment levels between 
children from different backgrounds and who share protected 
characteristics (for example looked after children, some black and 
minority ethnic groups, and some children with special educational 
needs).   
 

1d) Provide information and support to vulnerable adults so that more 
people who use services report that they feel safer each year.  

 

file://OXFORDSHIRE/Chief%20Executives%20Office/Service%20Support/Org%20Dev%20and%20Info%20Man/ORS/ORS%20Public%20Opinion%20Survey%20SEFIP%20FINAL%20Graphical%20Report%202011.pdf
http://intranet.oxfordshire.gov.uk/wps/wcm/connect/occ/Insite/Directorates/Community+Safety/Fire+and+Rescue+Service/About+us/CS+-+FRS+-+AU+-+Customer+Service+Excellence
http://www.oxfordshire.gov.uk/cms/sites/default/files/folders/documents/fireandpublicsafety/fire/advice/IRMP20201213.pdf
http://portal.oxfordshire.gov.uk/content/public/CS/fire/minutes/FireEmpEqGrp/WalkTheTalk%202009.pdf
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1e) Ask older people and people with a disability who we work with if we 
can pass on their details to other services and organisations, 
including the Fire and Rescue Service who will be able to undertake 
Fire Risk Assessments in their homes.  
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4.0  Key Issue 2: Providing Accessible, Local, and 
Personalised Services 

 

4.1 This section is about how we respond to the needs of our customers, as 
identified in the previous section on identifying need. 
 

4.2 More information about the policies that all staff adhere to and the training 
they have access to is provided under Key Equality Issue 4 and in the 
Equality Duty in Employment Report 2011 (see Annex 2). 

Examples of how the Council is working to provide 
accessible, local, and personalised services: 

 

Joint Commissioning 
 

4.3 We are developing a joint approach to commissioning adult, community 
and children‟s services, to ensure that our approach focuses on local 
circumstances and is able to meet the needs of vulnerable people 
irrespective of whether they share protected characteristics or not. We will 
ensure that all customer groups, including those most likely to be 
disadvantaged, are involved in developing commissioning strategies that 
meet their needs, and will provide a comprehensive service for vulnerable 
families that might previously have been addressed separately by adult and 
children services.  

 

Adult Social Care 
 

4.4 The county council is radically transforming the way it delivers adult social 
care services, developing personalised budgets to ensure that individuals 
have the choice about how to spend money on their care. Alongside 
working with suppliers to ensure there is the diversity of provision, this will 
mean services are tailored around individual‟s own distinct needs to 
improve their quality of life and help them stay independent for longer. In 
practice this means that we will support people where possible to arrange 
their own care services to meet their own individual needs. The council will 
provide people with the funds they need to buy this support. 
 

4.5 The council‟s aim is to support people to remain as independent as 
possible. This means that we want to be in contact with people and provide 
non-intrusive services (such as items of equipment, access to local 
voluntary day centres and lunch clubs) rather than wait for a person to have 
more needs and become a formal client. The success of this approach is 
evidenced by the fact that more people make contact with social care in 
Oxfordshire than the national average, despite fewer people having needs. 
Continuing with this approach will allow both older people and people with 
a disability to live lives that are as independent as possible, without the 
need for direct council intervention. 
 

4.6 We are also developing our HIV/Aids strategy, and have active and thriving 
services delivery by Terrence Higgins Trust jointly funded by ourselves and 
the health authority. A recent review of the contract identified young people 
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born to mothers who were HIV positive or had AIDs were reluctant to 
accept services from Terrence Higgins Trust as it was seen as a service to 
gay people. We are therefore working with the PCT to developing alternate 
services for this group. 
 

4.7 We are aware that services to Eastern European migrants are less 
developed and are working with the Big Society Fund to support bids in the 
Banbury areas specifically for the Polish community. 

 

Early Intervention Service 
 

4.8 The restructuring of the Children, Education & Families directorate has 
recognised the need to be proactive and intervene early to minimise impact 
of the challenges some young people and their families face. It has led to 
the creation of a new Early Intervention Service, specifically designed to 
reflect our understanding of the needs of our children and young people 
and  based around seven locality „hubs‟ in those areas of the county where 
there is most need. 
 

4.9 This service has brought together specialist services into a broader service 
targeting those youngsters and their families who previously might have 
had to interact with several services. The service will identify the needs of 
vulnerable groups and provide early, targeted support to families with 
complex needs, working across a range of professional disciplines in a 
joined-up and family-focused manner. The service will also provide 
traditional youth outreach work that takes into account local provision and 
is tailored to the needs and issues of the individual community. 

 
4.10 All the Early Intervention hubs are committed to providing specific 

groups and sessions for young people. A good example is the “Stuff Club” 
in Abingdon, a club for young people with learning difficulties which make 
social interaction challenging. This club allows them to be independent in 
an environment where they are safe and there are no pressures to interact 
or behave in a particular way.  
 

4.11 There are groups and sessions exclusively for young women and young 
men, as well as groups and sessions predominantly aimed at people of one 
gender where young people of either gender are welcome. This is 
particularly helpful for young people whose interests are mostly associated 
with the opposite gender. For example, the East Oxford Early Intervention 
centre has a specifically multi-ethnic focus, and the Barton Girls Group run 
girl‟s-only football sessions. 
 

4.12 Sexuality is also a concern, and we have the innovative “Topaz” groups 
for young people who are Lesbian, Gay, Bisexual, Transgender or 
Questioning. These are information-based groups run by experienced 
youth workers and allow a safe, supportive environment for young people 
who might be questioning their sexuality. Because numbers are small, 
there is a focus on trips, meeting up with people from other towns and 
social networking. 
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4.13 There is also good provision for young people via District Councils and 
our local Positive Activities partners. These independent, charitable and 
other groups are listed on our local Positive Activities website, Activities 
Oxfordshire, which includes specific labelling and information about 
disabilities provision. 
 

4.14 Of particular note are Parasol, OXRAD and the Guideposts Trust, for 
provision for young people with disabilities. The parent carer networks and 
groups are also very active and support the whole family in a variety of 
ways. 

 
4.15 Our local Terrence Higgins Trust group provide support for young 

people around sexuality, sexual health and sexual identity, both through 
open access clinics and through targeted work with groups. We work 
closely with the Trust to support particular young people and children and 
on specific projects when appropriate. 

 
 

Educational Attainment  
 

4.16 National policy and funding structures are shifting and we will ensure 
that the council responds effectively so that the needs of all pupils are met. 
We recognise the need to improve levels of attainment overall and across a 
number of equality groups in particular. We will work with key partners 
across the county to deliver a new Strategic Plan for Education that aligns 
with the three aspirations in the Children and Young People‟s Plan (raising 
achievement, narrowing gaps in outcomes and keeping all children safe). 
We will focus on the delivery of six strands: 
 

o Aspiration networks – funding allocated to clusters of schools to 
support each other to bring about whole system improvement.  

o A concentrated approach to securing strong and dynamic leadership 
and governance.  

o Promotion of Inspirational and Excellent Teaching in all subjects and 
across all phases.  

o Early Intervention and a Good Start in Life – helping families to 
make sure children get a good start in life and are in school and 
ready to learn throughout their education.  

o Targeted and Intensive Support for schools below the Floor 
Standard, those at risk of becoming so and those struggling to 
improve.  

o A campaign that everyone can help with – Every Oxfordshire Child a 
Good Reader  

 

4.17 We will seek to influence and add value wherever possible through: 
  

o Timely data analysis and data sharing.  
o Seeking out and sharing best practice, locally, nationally and 

internationally.  
o Developing a best practice web presence accessible for all learning 

providers (schools, colleges and settings).  
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o  Brokering arrangements that will lead to improvements between 
schools and across partnerships.  

o Championing the importance of pupil voice.  
o Targeting support where it is most needed.  
o Galvanising support from all stakeholders. 
o introducing structural solutions where necessary  

 

4.18 4.3 The new Early Intervention hubs each have an identified hub worker 
responsible for promoting the achievement of ethnic groups, learners with 
English as an Additional Language, looked after children and young people 
with Special Educational Needs. These workers can link families to local 
support groups and provide bespoke packages to provide a relevant 
education to all pupils who are not engaging or at risk of not engaging with 
mainstream education. The education effectiveness team are supporting 
these workers by identifying key training packages and providing advice 
and guidance on approaches used in other parts of the country to improve 
the achievement outcomes for young people. 
 

4.19 4.4 Foster carers and social workers of looked after children are trained 
in developing approaches to meet pupil needs. We are currently providing 
training to these groups as well as designated teachers in engaging ways 
to teach literacy and numeracy. These approaches often involve using the 
community as the learning environment and automatically engage 
community members.  
 

4.20 In a similar way we are working with alternative providers to focus on 
the teaching of literacy and numeracy to the young people for whom a 
mainstream approach to education is not appropriate. Using a more 
vocational setting has proved to boost the attendance and performance of 
underperforming groups and prevents those young people adding to the 
number of young people not in education, employment or training (NEET).. 

 

Special Educational Needs Support Service [SENSS] 
 

4.21 SENSS offers a range of interventions, advice and support to; individual 
children/young people, parents, school staff and other supporting agencies 
who are associated with pupils identified as having the following: 
 

o Autistic Spectrum Condition  
o Hearing Impairment  
o Physical Disabilities  
o Visual Impairment  
o Dyslexia  
o Down‟s Syndrome and Complex Needs  

 
4.22 This support is provided for children/young people aged 0 –19 attending 

Oxfordshire County Council establishments.  SENSS will offer/provide: 
 

o individual teaching to a pupil/group of pupils  
o placement in a specialist resource base for children unable to attend 

their local mainstream setting  

http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+services/Special+Educational+Needs/Special+Educational+Needs+Support+Service+%28SENSS%29/Autism+Support+Service/
http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+Services/Special+Educational+Needs/Special+Educational+Needs+Support+Service+%28SENSS%29/Hearing+Support+Service/
http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+Services/Special+Educational+Needs/Special+Educational+Needs+Support+Service+%28SENSS%29/Physical+Disability+Support+Service/
http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+Services/Special+Educational+Needs/Special+Educational+Needs+Support+Service+%28SENSS%29/CYPF+-+CYP+-+SENSS+-+Visual+Impairment
http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+Services/Special+Educational+Needs/LC+-+CS+-+SEN+-+Dyslexia+Information+and+Resources
http://intranet.oxfordshire.gov.uk/plink/insite/directorates/children_young_people_families/W/Insite/Directorates/Children%2C+Young+People+%26+Families/Our+services/Special+Educational+Needs/Special+Educational+Needs+Support+Service+%28SENSS%29/LC+-+CS+-+PDSS+-+Complex+Needs
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o advice and support to meet a child‟s identified Special Educational 
Needs  

o assistance with the planning/advice on the use of additional support  
o contributing to the organization and delivering of specialist 

programmes  
o support for the monitoring and evaluation of a child‟s progress, 

achievement and attainment  
o additional systemic support through In-Service Training  
 

4.23 Support for pre-school children is provided by Early Years Special 
Educational Needs Inclusion Teachers (EYSENITs) and assistants, who 
are experienced in working with children with special educational needs. 
They offer help, advice and training to families, early years settings, 
children‟s centres and childminders.  EYSENITs offer support to children 
with significant developmental delay in the private, voluntary and 
independent sectors by: 
 

o supporting staff in meeting children‟s needs  
o making observations and discussing strategies  
o offering training to staff to support them in the inclusion of disabled 

children and those with special educational needs.  
 

4.24 A number of websites that can be accessed by school staff, advisers, 
parents and carers and communities focused on supporting specific pupil 
groups are currently being updated. This will ensure they can be easily 
accessed and contain resources, advice and guidance and suggested 
interventions to support the learning of the full range of vulnerable pupils. In 
the future they will also offer opportunities for the sharing of best practice 
and to use as online forums to support discussion and debate on current 
topics of interest. 

 

Oxfordshire Safeguarding Children‟s Board: 
 
4.25 This partnership Board oversees the strategies to protect and safeguard 

some of the most vulnerable groups in the county.  In addition they have 
undertaken research into the needs and requirements of Travellers and 
Black, Asian and minority ethnic groups, and these reports have been 
tabled at the full board as well as the Executive Group and Quality 
Assurance and Audit group. 
 

4.26 Work is currently underway to analyse the number of children from 
minority ethnic backgrounds on child protection plans. The findings will be 
used to develop plans to address any over representation identified, and to 
learn from where the number of young people from certain groups on child 
protection plans is lower than might be expected. 

 

Young Carers strategy and activities: 
 
4.27 The Oxfordshire Young Carers‟ Strategy 2008-2013 was developed by 

young carers with contributions from their parents, specialist young carers‟ 
staff, a wide-range of children‟s and adults‟ professionals and Oxfordshire 
county councillors. Of the estimated 11,000 young carers in Oxfordshire 
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about 750 have received support from one of the young carers‟ services, 
which includes:  
 

o Young Carers Projects (North, South, Central) – providing group 
activities, breaks and trips for young carers of all ages in addition 
to new services for young carers under 8yrs old and those over 
16. Also developing mentors, befrienders and continuing to raise 
awareness of the issues.  

o Young Carers Support Workers - provide support to individual 
families.  

o Connexions personal adviser for young carers aged 13 -19 
provides intensive one-to-one support addressing barriers to 
progress and inclusion.  

o Development work – to improve identification and support across 
agencies carried out by the County Council (and by Young 
Carers Projects funded by other charitable funds).  

o Young Reporters programme - enabled young carers to monitor 
and report on services other than their own  

 

Early Learning and Childcare  
 
4.28 This service offers children, families, schools and other learning settings 

a joined up approach to high quality early years services. Our list of 
recognised providers covers around 1200 settings all over the county. It 
includes: 
 

o pre-schools in the voluntary sector; 
o Oxfordshire County Council nursery schools; 
o Oxfordshire County Council nursery classes in our primary 

schools; 
o partnership Foundation Stage units; 
o private day nurseries; 
o private nursery schools; 
o independent school nursery classes; 
o registered child-minders working within an approved child-

minder network. 
 

4.29 Advice, support and outreach is provided for vulnerable groups to 
access the settings best suited to meet their needs, including the diverse 
requirements of members of equality groups. Part of the Oxfordshire Family 
Information Service's statutory remit under section 12 of the Childcare Act 
(2006) is to provide information, advice and support to families who might 
have difficulty accessing it themselves. This is done by targeting 
information and outreach services in accordance with data, and providing 
bespoke services to families with disabled children. 
 

Children‟s Centres   
 

4.30 Oxfordshire has 44 children‟s centres, catering for children under five 
and their families, as part of the Early Intervention Service. They are one-
stop shops offering a range of activities, play, information and support from 
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professionals working in a wide range of fields, whatever their background 
or circumstances.   
 

4.31 Children‟s Centres, including some outreach work from the Family 
Information service, have focussed on the needs of their local community, 
including responding to the diversity of cultures in their local areas. For 
example, many Children's Centres provide Dad‟s groups which offer male 
carers and their children the chance to socialise and exchange information 
about parenting strategies. 

 
4.32 Children‟s centres encourage parents and carers to join in to contribute 

to the life of the centre, to shape and steer its services.  Many centres run 
activities especially for equality groups, such as Black, Asian and minority 
ethnic groups and fathers.  The Children's Centre Mobile service offers 
young children and their families in rural areas the opportunity to access 
information and services.  A DVD with information about the Oxfordshire 
Children‟s Centres is available in community languages. 

 

Social Care Support for Disabled Children 
 

4.33 Disabled children and their families are entitled to request an 
assessment of their holistic needs. The assessment addresses the needs 
of the child, how easy or difficult the parents find it to care for the child and 
their other children and any social/environmental factors affecting their 
ability to care. Parents are also invited to complete a carer‟s assessment of 
their own needs and sibling carers can complete young carer‟s 
assessments. One off grants can be made available to meet some of these 
needs. 
 

4.34 Families can be signposted to a range of appropriate services which 
could meet their identified needs. Some disabled children will be allocated 
a social worker as their lead professional who will coordinate the support 
they and their families need.  

 

Short breaks, childcare, play and leisure for disabled 
children 
 

4.35 Short breaks provide opportunities for disabled children and young 
people to spend time away from their families and have fun; they also 
provide opportunities for their families to have a break from their caring 
responsibilities. Short breaks can include day, evening, overnight, weekend 
or holiday activities. Short breaks can involve supporting disabled children 
and young people to access universal services; there are also targeted 
services which are mainly used by disabled children and some specialist 
short breaks for children who need a great deal of support. 
 

4.36 Through Oxfordshire‟s Short Break Transformation programme 2009-
2011, many more breaks have been provided and far more children have 
been able to use them. In 2008/09, approximately 450 disabled children 
and young people were supported with short breaks; in the year 2010/11 
over 1,250 disabled children and young people were accessing these 
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services. Most of the new services were „open access‟ services. This was 
important as parents and carers told us they wanted to be able to go 
straight to short break providers like other families without having to go 
through a specialist assessment first. Consultation with parents/carers and 
children and young people has been key to developing these services. 

 
4.37 The Oxfordshire Family Information Service has a dedicated officer 

providing brokerage support to families with disabled children to source 
appropriate childcare, play and leisure which meets their children's needs. 
The service provides this support to well over 100 families annually. 

 
Highways 
 

4.38 The Highways & Transport service has wide ranging responsibilities for 
improving access to services for everyone. In close consultation with 
representative individuals, and groups, the service works to ensure that 
footway provision, parking, bus stops, infrastructure and other highway 
measures such as locational and directional signage take full account of 
the needs of all people irrespective of movement or sensory ability.  
 

4.39 Highways staff also receive training to help them recognise the practical 
concerns of service users when designing new and updating existing 
schemes.  The service also aims to take into account the needs of religious 
or belief groups in particular areas in the way it works, for example when 
authorising road or pavement closures for highways works or other 
community activities. 

 
4.40 A risk assessment is undertaken for each defect on the highways. 

Where it is identified that there is an increased risk to those who are less 
mobile or with visual impairments (i.e. in the vicinity of doctors surgeries, 
hospitals, day centres etc) then these defects will be categorised as 
requiring urgent attention.  
 

4.41 A programme of proactive implementation of dropped kerbs at crossing 
points has previously been in place to aid those with mobility problems. 
Most of the priority routes have now been completed and it is intended that 
this moves to become a more reactive service that targets identified needs 
raised either by communities or individuals.  There is also a programme to 
maintain and update controlled crossing point provisions. 

 

Public Transport  
 

4.42 Oxfordshire has the highest patronage of any shire county for its bus 
services. Operators have strong customer support for their services.  We 
work closely with bus and rail operators and assist taxi operators to 
encourage the best and most integrated provision of public transport 
services and infrastructure. 
 

4.43 Improving access to public transport has been identified as one of the 
Council‟s recent successes. For example, 98% of buses have a kneeling 
function (to make getting on and off easier). In a report by Muscular 
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Dystrophy entitled TrailBlazers (2009), Oxfordshire was cited as 
demonstrating national good practice, although some concerns have been 
raised about some of the smaller operators working on rural routes and 
their ability to support disabled access.  

 
4.44 A general concern has been voiced by the disability user-group 

Oxfordshire Unlimited about competition between the use of prams, 
buggies etc and wheelchairs on buses.  The Council has been actively 
working with bus companies to develop promotion material and common 
practice for dissuading customers from taking up spaces reserved for 
wheelchairs, including raising the issue nationally with Members of 
Parliament.  
 

4.45 The County Council has worked in collaboration with bus companies to 
prevent harassment and hate-crime on buses and has successfully 
secured agreement about the adoption of the County hate-crime reporting 
system (MANTRA) for bus drivers. 
  

4.46 Around 1,800 bus drivers have received disability awareness and 
customer confidence training.  This has become a standard unit in the 
Certificate of Professional Competence, which each bus driver renews on a 
five-yearly basis. 
 

4.47 Travel with Confidence training is also run in partnership with the bus 
operators to offer training opportunities to potential customers wishing to 
use public transport as a result of changing mobility needs. For some 
customers, it is the first time they are considering using public transport and 
builds their confidence to try it for themselves. This increases travel 
opportunities for them, and reduces the demand on expensive door to door 
services. 
 

4.48 The council has supported and promoted initiatives to improve inclusive 
use of public transport such as scooters on trains and buses.  This has 
resulted in the issuing of national guidance by the Department for Transport 
for the use and acceptance of mobility scooters on public transport, which 
is being adopted by providers of public transport. 
 

4.49 OxTail (Oxfordshire Travel Advice Line) provides a telephone or email 
advice service to people who would otherwise find travel difficult; the 
service provides free journey planning and advice on a range of transport 
solutions for older people and those with a level of support needs.  This 
works across the council linking the public transport service with social 
services in order to deliver this service. 

 

Parking  
 

4.50 The Council has a direct role influencing the accessibility of the external 
built environment. The provision and management of parking are important 
in enabling people to access their homes, places of work and education, 
shops and other facilities.  
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4.51 Parking policy is particularly important for disabled people, whether as 
drivers needing priority parking places, as users of the footway where 
obstruction by inappropriately parked vehicles is a hazard, or as bus users 
needing close and level access onto the bus which can be impeded by 
parking at bus stops. Inspectors have an important role where parking 
impairs access to public highways, but it is also important to raise 
awareness in the community about the powers different services have 
(such as the police) and the role the public has in reporting concerns. 
 

4.52 The Council continues to manage the demand for disabled persons 
parking bays.  It has also allocated a number of controlled parking zones 
within the city boundaries of Oxford.. 
 

4.53 The Council also has a role in working with partners to encourage 
accessibility to pedestrian highways around shops (for example restricting 
use of or removing A-boards and other street clutter) and other public 
facilities such as railway stations where new designs may not always 
provide inclusive access.  

 

Access to Council Buildings and Facilities  
 

4.54 In 2007 the County Council achieved accessibility for 90% of all public 
facing council buildings. The Council is now moving towards ensuring that 
all its buildings are accessible, through a longer term programme to reduce 
or replace old building stock with new properties.  
 

4.55 The Council has been actively involved in ensuring that Household 
Waste Recycling Sites include appropriate signage, accessible routes and 
surfaces, and assistance to help dispose waste where this is not possible.  
On-site staff have also received briefings to help them understand and 
apply their obligations to customers. 

 

Customer Service Centre  
 

4.56 The Customer Service Centre (CSC) opened in July 2010 and performs 
a wide range of functions, including: acting as the „front door‟ to Social and 
Community Services including Carers Oxfordshire;  Oxfordshire Language 
Service; Highways and Street Lighting enquiries; General Enquiries; 
Registration Services; Disabled Parking Badges; Ofsted and CAFCASS 
checks; QuEST Business Services enquiries; Concessionary Fares; 
Repatriations; The Family Information Service. 
 

4.57 The CSC is split into three main teams: 
 

 The General CSC team, with staff that are trained to deal with a 
variety of contact types depending on their skills and experience. 

 

 The CSC Social and Health Care (S&HC) team, formerly the Access 
team, is a specialist team of more highly skilled staff who deal 
predominantly with Social and Community Services contacts. The 
team provides information, advice and signposting on any query 
relating to social and health care for the Council and  on behalf of 
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Health Oxfordshire. The team are able to deliver an assessment of 
needs at the first point of contact, and make onward referral to the 
right place if a more detailed assessment is required. The team also 
offers advice and signposting on behalf of Carers Oxfordshire/ 

 

 The Oxfordshire Family Information Service team ( OxonFIS).  Again 
this is a specialist team of staff who deliver the statutory information 
duty (section 12 of the Childcare Act 2006) to families with children 
and young people aged from 0-20, the statutory Choice Advice 
function (Appendix 5 of the School Admissions Code) to ensure that 
children are not disadvantaged in the School Admissions process by 
any issues that their parents may have in engaging with it, and 
contribute to the statutory Childcare Sufficiency requirement (section 
11 of the Childcare Act 2006). These duties are delivered by means 
of: 

 
o A telephone and email helpline to respond to queries about 

childcare, family support, financial support, education, 
schools and any other queries about services for families with 
children; 
 

o An outreach service to deliver the information to parents who 
might not be aware of what is available to them or who might 
otherwise have difficulty accessing the service 
 

o A brokerage service for families in particular need of support 
eg families with disabled children, vulnerable & 
disadvantaged families, as part of the authority's commitment 
to early intervention 

 
o Online information and printed publications 

 
o A database of registered childcare and other family support 

services, and the supply of data to colleagues in response to 
ongoing sufficiency requirements and ad hoc requests 

 
4.58 Examples of how the Customer Service Centre is benefiting customers 

include: simplifying access to our services (e.g. streamlining the number of 
telephone options), providing a more comprehensive service once people 
have made contact with the CSC and increasing the use of online options 
for customers.   
 

4.59 Services migrating into the CSC are reviewed in order to identify 
Equality and Diversity improvements.  For example, following engagement 
with local groups representing disabled people, supportive information 
about concessionary bus passes will be available in EasyRead, and the 
online application form will be designed in line with web accessibility 
guidelines.  
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Online Services  
 

4.60 We are always looking to improve the ways in which people can access 
our services, for example restructuring our website to be more user 
friendly; making more services available online; developing an „open 
information‟ web page with data on our services and equalities issues; and 
targeting hard to reach groups with useful information through our 
„Welcome to Oxfordshire‟ guide. 
 

4.61 Although some areas in Oxfordshire are already benefiting from next-
generation, superfast broadband, other parts of the county, particularly in 
rural areas, still do not have an acceptable level of standard broadband 
service and this affects their ability to access services online. We are 
working closely with public and private sector organisations and with 
individual communities to develop the right solution for Oxfordshire. 

 

Oxfordshire Fire and Rescue Services 
 

4.62 A fundamental part of our Fire and Rescue Service‟s risk planning 
process is analysing data and projecting the way the service will be 
delivered to each locality according to its needs, and according to the 
resources of the service. We do this by working with partner agencies both 
within and outside of the County Council structure, sharing information 
(where appropriate) and resources to cut down duplication and to identify 
those who need our services, and target our resources toward them when 
they need it most.  

Key Issue 2 - Priorities for Action 
 

We will build on our current approach and: 
 

2a) Maintain our focus on preventing the need for more specialist 
services through early identification of problems and early 
intervention in adult and children‟s services.  

 
2b) Analyse the number of children from minority ethnic backgrounds on 

child protection plans. The findings will be used to develop plans to 
address any over representation identified, and to learn from where 
the number of young people from certain groups on child protection 
plans is lower than might be expected.  

 
2c) Map the dispersal of young carers around the County to see if there 

are any geographical clusters or patterns, with a view to 
understanding why this occurs and what action is needed to address 
issues that cause it. 

 
2d) Change the way day services for older people are provided, 

maintaining services in major towns, but focusing on community 
initiatives and local decision-making about how best to support older 
people in their community. 
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2e) Focus on giving people choice in the way they lead their lives and 
how they secure the services they need to support them. We will 
increase each year the proportion of people who receive a direct 
payment which allows them to secure the services they need to 
support them. 

 
2f) Support older people, and people with a disability to live in their own 

home for longer by:  
 

o Providing more support to help older people increase their ability 
to cope so that more of them can return home and stay there 
after hospital discharge 
 

o Increasing the number of hours of long term support made 
available to clients   

 
o Devolving budgets to local area managers so that they are 

specifically able to address the needs of their locality 
 

o increasing the availability of extra care housing and assistive 
technology  

 
o continuing to provide information and support to carers.  

 
2g) Work with business network providers to develop and implement a 

strategy for the roll out of super-fast broadband across the county, to 
improve access to online services for all. 
 

2h) Enable all Adult Learning tutors to integrate equality and diversity 
into their teaching – content and classroom management – in order 
to ensure inclusivity for all learners  
 

2i) Continue to develop improved accessibility routes on the public 
rights of way network. 
 

2j) Provide training to Highways & Transport staff involved in policy and 
design to ensure they understand the constraints faced by 
customers with a disability using our services, and have regard to 
these constraints in service design and delivery. 
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5.0  Key Issue 3: Supporting Thriving and Cohesive 
Communities 

 
5.1 This section is about how we support thriving and cohesive communities. 

 

Examples of what the Council is doing to support thriving 
and cohesive communities: 

 

Day Opportunities  
 
5.2 The council recognises that all people need to be active, have social 

contact and develop interests in the community and at home. As part of its 
Day Opportunities Programme the council will support services that 
promote flexible, personalised support to older people that enables them to 
take advantage of opportunities to: 
 

 Enjoy social and leisure activities of their choice; 

 Have access to community and social networks that maintain 
independence; 

 Take part in meaningful community, occupational and leisure activities; 

 Participate in mainstream activities to meet aspirations to live as normal 
a life as possible without stigma or discrimination. 

 
5.3 We are therefore reviewing all the current day services we purchase and 

are going to remodel them to ensure that the older people have: 
 

 Access to local and personalised services that are efficient and cost 
effective and involve communities, individuals and partners in their 
development; 
 

 Access to support and services which promote health and well-being, 
allow real choices, based on wide availability of information; 
 

 Support focused on improving their independence, health and well-
being; and enable engagement in civic life 
 

 Carers have access to short term breaks at times which suit them 
(including evenings and weekends)  

 
5.4 In the future day opportunities will be provided on three distinct levels: 

 

 Specialist Health and Well Being Resource Centres & Mobile Services. 
Centres will be based in buildings in major market towns, and mobile 
services will deliver similar services to older people living in rural 
Oxfordshire. 
 

 Community and Low Level Support. Resources have been split into 14 
localities. Local decision-making will decide how the resources should 
be used locally taking account of local needs and the services and 
community activities which do not require funding.  The support will 
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have the potential to be delivered in a range of venues (including 
support in peoples own homes). Community Coordinators will facilitate 
groups in the community, supporting like-minded people to get involved 
in a range of activities. 
 

 Community Engagement. This will encourage people to become 
involved in their local communities through schemes such as Good 
Neighbour Schemes. The schemes provide services such as transport 
for appointments, errands, shopping or collecting prescriptions, minor 
household tasks, repairs or gardening, visiting or befriending; letter 
writing or simple form-filling, reading to blind or partially sighted people 
and signposting to information, agencies and services.  

 

Big Society Fund 
 

5.5 The Big Society Fund was established to allow local people to bid for start-
up funding to help them take responsibility for providing services in their 
community. The aim of the Big Society Fund is to create an environment 
locally in which it is as easy as possible for communities to do things for 
themselves. 
   

5.6 As at 3 January 2012 over 80 applications have been received, and 26 
community projects have been granted funding. Many of these focused on 
projects for young people and reflect a strong community response to the 
changes in the council‟s service provision and creation of the Early 
Intervention Service.  

 
5.7 Other projects that have been funded include providing opportunities for 

troubled families to engage in relationship-building activities, a village 
cinema to be run by volunteers, a radio station run by young people with 
learning disabilities, and providing snow clearing and gritting equipment 
and organise teams of volunteers to clear the streets in winter weather. 
 

5.8 The Fund is part of a wider Big Society Strategy that will cover broad 
issues around how we support the voluntary and community sector; steps 
to encourage broader “self help” and volunteering; and how we can reduce 
bureaucracy. 

 
5.9 The fund has been set up in such a way as to enable as wide a range of 

community groups and organisations to make applications to the fund as 
possible. The Fund is being promoted as widely as possible to enable all 
communities and organisations equal opportunity to bid into the fund. 
 

5.10 Oxfordshire Community and Voluntary Action and Oxfordshire Rural 
Community Council have agreed to provide support to communities and 
organisations interested in applying for the Big Society Fund but who may 
not be as well placed to develop bids. We have established clear links and 
guidance on the website for organisations looking for capacity and 
development support. 

 
5.11 We will review the Big Society Fund at the end of 2011/12 to 

understand whether the expressions of interest, applications, and projects 



Equality Policy 2012-2017 – Supporting Information Page | 33 

receiving funding show that the fund is only being accessed by particular 
groups, or if more could be done to encourage high quality applications that 
will benefit people that share protected characteristics. These lessons will 
then inform changes to the way the fund is promoted and assessed, and 
any support offered, in the future.   

 

MANTRA 
 

5.12 The county council has worked closely with the police, district and other 
partners to develop a hate crime reporting service called „MANTRA‟ (Multi-
Agency Network for Tackling Racially Aggravated Harassment which now 
includes all five hate crime strands including Race, Disability, Sexual 
Orientation, Religion and/or Belief and Transgender). This is a multi-agency 
body where victims of hate-crime are able to report incidents to a wide 
range of different local agencies other than the police and receive support 
from organisations with the appropriate expertise. This approach has been 
recognised as best practice in the South East. 
 

5.13 The Mantra Hate Crime lead, Children Education and Families 
directorate lead for equalities and the Anti-bullying Co-ordinator have 
worked closely to ensure that hate crime is incorporated into the policy 
guidance provided to schools.   

 

Library Service 
 

5.14 Oxfordshire‟s Library Service supports children‟s, young people‟s and 
family‟s literacy and learning, supports older people‟s independence, 
provides a focus for community life and promotes activities to reduce 
inequality. The Library Service works with partners and other service 
providers on local initiatives, such as the Brighter Futures for Banbury. 
  

5.15 Service delivery is informed by demographic change and population 
shift, and proposals for the future of the Library Service were developed 
using data about service users, together with detailed consideration of the 
impact of decisions. For example, proposals to close some of the libraries 
were rejected due to the increased travel time and other difficulties people 
living in rural areas would suffer as a result. 

 
5.16 The needs assessment underpinning the proposals for the revised 

library service was based upon a zero-based quantitative analysis. A zero-
based review is one where the need for a service is assessed without any 
pre-existing assumptions or bias. 
 

5.17 The criteria used to assess the requirements for a library service were: 
ideally libraries would be located in the areas where the most people 
already (1) lived, (2) worked, (3) studied, (4) shopped, (5) travelled. For 
each existing library site, we drew a circle around a half-mile radius, and 
looked for how many people lived, worked, studied or shopped in that area, 
and how accessible the site was by public transport. 

 

5.18 The proposals that were consulted upon were tested to ensure that 
groups with protected characteristics would not be adversely affected by 
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the proposed change in service. The Service has strong targeted support 
for older people, for people with disabilities and strong mitigation is in place 
to ensure that these groups would not be adversely affected by the 
proposed changes. The Service meets the needs of deprived communities 
through core library provision and it is recognised that it is essential that all 
areas with significant levels of deprivation have a static library. The needs 
of deprived communities must be met through our core service and so, for 
example, this was a reason that Berinsfield was included in the core offer. 

 
5.19  The proposals for the future of Oxfordshire‟s Library Service that were 

agreed in December 2011: 
 

o Have a commitment to involve local people in shaping and 
delivering services at a local level.  The Council is currently seeking 
to work more closely with communities and Friends Groups to 
engage wider community participation and increase the use of 
volunteers that reflect the diversity of the local community. 

 
o Support and develop community cohesion by offering and 

exploiting library services that are accessible to everyone and that 
add value to community life - family learning and literacy activities; 
job search and computing sessions; home library services for those 
unable to leave their homes; services for carers and library services 
for people at risk of exclusion – and by developing strong links with 
community groups and other service providers to deliver their 
services in the library building 

 

o Target work to support and increase the literacy of children and 
adults, digital inclusion and employability 

 

o Will work with community groups and other service providers to 
widen the participation in library services – Children‟s Centres, 
Adult Learning Centres, Early Intervention Hubs 

 

Working with the Military 
 

5.20 There is a significant military presence in Oxfordshire, with 6 Ministry of 
Defence bases or stations within the County. Total number of service 
personnel will be in the order of 11,000 with the expansion of RAF Brize 
Norton. Oxfordshire was the first local authority to pledge support to the 
Community Covenant in June 2011.  
 

5.21 The significant military presence brings a number of challenges, and our 
Military Civilian Partnership has been working on a number of key themes 
to ensure these areas are addressed, including school admissions and 
attainment for children from service families, health care and employment 
and skills for service leavers. 

 

5.22 There are 2,238 (2.7%) service children registered in Oxfordshire (April 
2011 report), attending 130 schools (45%). 28% of local authority schools 
make provisions for the children of service personnel (SCE Survey 2010). It 
has been recognised that the needs of service children are unique, and in 
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2009/10 there was a 15% gap in Key Stage 2 attainment levels between 
service children and all children in Oxon (13% against National). In 
particular we are keen to work with military partners to ensure the new pupil 
premium is used as effectively as possible to address this gap. 

 
5.23 We will also work with the military to ensure that we are in touch with 

more carers from military bases and will pilot the development of a good 
neighbours scheme around bases 

 

Refugee Resource  
 

5.24 For the past three years the Council has given an annual grant to the 
local charity Refugee Resource to support community cohesion. Refugee 
Resource deliver a range of counselling, mentoring and other services that 
help refugees integrate into society. Funding Refugee Resource has 
helped to improve outcomes for refugees, a group that is recognised as 
likely to have difficulties accessing services.  

 

The Duke of Edinburgh‟s Award  
 

5.25 This award is recognised as one of the leading schemes offering young 
people aged 14 – 24 a personal development programme, which 
demonstrates commitment, development of skills and knowledge and 
helping others, plus the challenge of an expedition venture.  All levels of the 
award provide young people with a framework of commitment and 
achievement as well as the opportunity to work positively with their peers 
and the wider community.  
 

5.26 The award is provided by Oxfordshire County Council through a local 
Operating Authority Licence, issued by The Duke of Edinburgh‟s Award. It 
is available to young people in a variety of settings across Oxfordshire, 
including schools, the pupil referral unit, Young People‟s Centres, and 
Oxfordshire Fire Cadets.  

 
5.27 The award scheme in Oxfordshire has been successful in improving 

outcomes for young people in the following areas: 
 

o encouraging volunteering over a sustained period of time to an 
individual or the wider community, including groups and 
organisations that work with people who share protected 
characteristics.  
 

o encouraging the discovery and development of personal interests 
and social and practical skills  

 
o encouraging participation and improvement through physical activity 

 
o encouraging a spirit of adventure and discovery  

 
o meeting people from different backgrounds and bringing alternative 

views to the challenges they will face in life.  
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5.28 An impact assessment has been carried out which has led to strategies 
for ensuring the needs of equality groups are met. This includes 
maintaining the current gender balance in uptake, but increasing the  take 
up of the award by non-white participants from 5.05% to 9% and by young 
people with a disability from 3.8% to 6%. An access route will also be set 
up for young people who are engaged with Youth Offending Services as 
part of an integrated approach with Young People‟s Centres, and to ensure 
that all Early Intervention Hubs have access to a designated DofE group 
and prioritise socially disadvantaged communities.   
 

Oxfordshire Fire and Rescue Service 
 

5.29 Oxfordshire Fire and Rescue Service help to support our Community by 
promoting understanding of new fire safety legislation for small to medium 
sized businesses through local forums and workshops, particularly where 
those businesses have non-English speakers or are new to the trade and 
have little experience of official correspondence and fire safety related 
legislation. We also run a series of workshops and „Have-a-go-days‟ for 
women and people from ethnic and other minority groups to experience the 
entry tests to the fire service, and this will continue as part of implementing 
our „Walk the Talk‟ strategy. 
 

5.30 The service also works with local education partnerships in order to 
prepare young people from all parts of the community, for a life in work by 
providing workshops, mentoring, cadet schemes, work experience 
opportunities and seminars, regardless of whether those young people are 
going into the public sector. The information and experience they gain will 
stand them in good stead for their working life, in safety and with the 
knowledge of how the public sector works for the community, creating links 
and cohesion between different sectors of the community. 

 

Oxfordshire & Buckinghamshire Gypsy and Traveller 
Services  
 

5.31 Oxfordshire & Buckinghamshire Gypsy and Traveller Services (OGBTS) 
responds to queries and concerns from the settled and business 
communities regarding authorised sites and unauthorised 
encampments.  We make information accessible to these customers, both 
in leaflet form and via the County Council public website, to inform them 
about Gypsy and Traveller communities.  The information seeks to break 
down stereotypical views and includes information surrounding the rights of 
Gypsies and Travellers and the law relating to unauthorised encampments. 

 
5.32 OGBTS staff and residents have also supported each other in 

awareness-raising and charity events, such as bringing a horse and bow-
top wagon to Oxford city centre to raise money for both horse and animal 
charities, and helping to organise a Gypsy Roma Traveller History Month 
event in a school. 
 

5.33 OGBTS strive to form positive strong relationships with all 
residents.  Sites are visited between one and 3 times a week, and matters 
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concerning maintenance are dealt with swiftly.  We employ our own Site 
Maintenance Engineer within Buckinghamshire to carry out daily repairs 
and maintenance, and this post has resulted in reduced costs for 
maintenance, coupled with a quicker delivery of service.  It has also 
enhanced trusting relationships between OGBTS and site residents.  We 
are looking to extend this successful role across Oxfordshire sites. 

 

Closer to Communities 
 
5.34 The Council wants to get closer to the communities we serve, 

understand the challenges they face and make sure our services are 
working together as effectively as possible. Our Closer to Communities 
strategy is an ongoing programme for the council to work more closely at a 
local level, across services and with elected members. Fourteen areas 
have been agreed as a basis for improved locality working across the 
council, and with partners, covering the county. 
 

5.35 We have in place a number of processes that are intended to ensure 
that the council works effectively at the local level. Lead members, 
supported by senior locality lead officers, have been appointed to ensure 
the county council is engaged in six priority localities facing significant 
development and/or deprivation: 
 

 Abingdon 

 Banbury 

 Bicester 

 Carterton  

 Didcot 

 Oxford  
 
5.36 We are also bringing together our key officers in the priority areas on a 

regular basis to ensure we are sharing information and working across 
directorates to meet needs in local areas.   
 

5.37 As part of this we work closely with our district colleagues and strategic, 
high-level bilateral meetings take place quarterly (Oxford 6 weekly), with 
our lead Cabinet member and Director meeting the District Leader and 
Chief Executive.  

 
5.38 The Council attaches great importance to engaging with communities 

that wish to develop their own plans. We are committed to supporting the 
development of community-led plans, as they allow us to respond to local 
issues and concerns raised by Oxfordshire's communities while 
encouraging self-help solutions.  
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Key Issue 3 - Priorities for Action 
 

We will build on our current approach and: 
 

3a) Continue to provide a Big Society Fund that will support local 
communities and organisations who wish to identify local priorities and 
do things for themselves about issues that matter to them. We will also 
review expressions of interest, applications and funding patterns from 
2011/12 and work with community groups to raise awareness and 
encourage access to the Fund.  
 

3b) Continue to work closely with our military partners to maximise the value 
obtained from the pupil premium by focusing on specific needs of 
children from armed forces families, and ensure schools have 
appropriate information to support these children.   
 

3c) Continue to work closely with military partners to ensure we maximise 
the support we offer to carers of vulnerable people. We will ensure that 
we provide more information and support to carers around military 
bases and ensure that we support developments such as good 
neighbours‟ schemes by military bases. 
 

3d) Continue to work in partnership to improve the quality of life in the most 
deprived areas of the county by promoting better engagement in 
education, employment and training; supporting the vulnerable and 
those with multiple and enduring problems; promoting healthy lifestyles 
and reducing health inequalities; reducing and mitigating the effects of 
child poverty.  
 

3e) Raise awareness of the MANTRA (Multi-Agency Network for Tackling 
Racially Aggravated Harassment) service. We will also increase the 
number of agencies and venues people can use to report incidents of 
and concerns about hate crime. 

 

 
  



Equality Policy 2012-2017 – Supporting Information Page | 39 

6.0  Key Issue 4:  Promoting a Culture of Fairness 
 

2.16 The County Council is committed to ensuring equality of access, 
fairness and consideration to all of our staff and potential future staff. This 
applies to the services we provide directly, services delivered on our 
behalf through contracts and commissioning, and working with  our 
partners to ensure the same high standards apply across those that we 
commission services from, whether they are public, private or voluntary 
sector.  

 
4.63 More information about the policies that all staff adhere to and the 

training they have access to is provided in the Equality Duty in Employment 
Report 2011 (see Annex 2). 
 

Examples of how the council is promoting a culture of 
fairness: 

 

Employment  
 

6.1 Oxfordshire County Council‟s Dignity at Work policy states we will have due 
regard to the need to eliminate unlawful discrimination, to promote equality 
of opportunity and to promote good relations between different groups.  
 

6.2 Having the right policies and practices and implementing them properly is 
important for ensuring equal pay, enabling individuals to work to the best of 
their abilities and protecting staff from discrimination and harassment. The 
County Council is working with its union partners to develop staff forums to 
listen to how different groups of staff think practices can be improved. We 
will collect workforce information by all equality groups and will respond 
where concerns arise. 

 
6.3 The County Council recognises that there may be many barriers to 

applying for jobs that are outside the control of the applicant. The County 
Council is committed to ensuring it has the best possible staff for any given 
role regardless of their circumstances, and has made changes to its 
recruitment and retention policies to help achieve this : 
 

 The County Council uses the „Two Ticks‟ model for encouraging 
people with a disability to apply for jobs, so if a disabled applicant 
meets the minimum acceptance criteria they will be invited for an 
interview. 
 

 The County Council displays the „Supporting Working Carers‟ logo 
which demonstrates it will make the necessary adjustments to 
support working carers, with a forum to air their views. 

 
6.4 According to the 2011 staff survey, the ethnic backgrounds of the council‟s 

20,225 employees was as follows:  
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  White Mixed Asian Black Other Number 

County Council 
Employees 2011 92.73% 0.83% 1.82% 1.00% 0.41% 20,225 

2001 Census 95.13% 1.17% 1.73% 0.83% 1.14% 605,488 
 

Figure 6: Ethnic breakdown of council staff, compared to 2001 census figures for Oxfordshire. 
Source: Oxfordshire County Council; Office for National Statistics 

6.5 About 82% of the council‟s work force is female. The trend for higher 
proportion of female workers is reflected in most directorates apart from the 
Fire Service where numbers of female workers are disproportionately low 
(although Oxfordshire is one of the highest performing fire services 
nationally in terms of women employed), and Environment and Economy 
where there is nearly an equal balance. The Fire Service has a target of 
increasing the proportion of female operational staff to 8.3%. In October 
2011, the actual proportion was 6.5% (OCC figures).  Social and 
Community Services has a high proportion of female workers, perhaps due 
to the nature of the work as more women are attracted to caring roles. 
 

6.6 In April 2011 we improved the anonymous equalities information collected 
as part of both the recruitment process and the annual staff survey to 
include voluntary questions on religious belief and sexual orientation. The 
2011 staff survey suggested that 5.5% of those staff who answered the 
question considered themselves to be lesbian, gay, bisexual, or other.  We 
are looking into creating staff forums with the unions for lesbian, gay, 
bisexual, and transsexual employees and to work with local voluntary 
groups to improve our understanding of issues faced by these groups. 

 

6.7 The County Council encourages apprenticeships and, although there is no 
age limit, the scheme has been successful at recruiting younger people into 
the workforce, with the majority (80%) of apprentices aged 16-18, as well 
as a higher proportion of disabled staff. 

 

6.8 More details about how are achieving our equality aims in our workforce 
can be found in our annual equality in employment report, attached in 
Annex 2 and available on the Council‟s website: 
http://www.oxfordshire.gov.uk/cms/content/fairness-and-equality-work   

 

Learning and Development 
 

6.9 Learning and Development activities for all areas except schools based 
staff continue to be delivered through Oxfordshire Customer Services.  All 
courses and development activities are accessible via an online booking 
system. 
 

6.10 The diversity e-learning programme called „Respect for People‟ 
increases understanding of the importance of considering the needs of 
different people, what the law says and what the county council does. It is 
accessible by employees with an email account and is available to 5000+ 

http://www.oxfordshire.gov.uk/cms/content/fairness-and-equality-work
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individuals. This includes employees, temporary staff and contract staff.  
Take up has increased from 20% of staff in 2009/10 to over 40% of staff in 
2010/11. New starters are encouraged to complete the training as part of 
their induction and a Word version is available for those without access to 
the e-learning programme.  

 
6.11 We also offer classroom based training that includes briefings from 

„experts by experience‟ – individuals that have experience of barriers to 
accessing services – to help develop plans to improve access in the future. 
We also offer a disability awareness course which covers how the law 
affects our services and how to identify and remove barriers to services. 
Finally, a „champions‟ group exists to help staff access learning and 
support about diversity. 
 

6.12 We will ensure all managers and Councillors are aware of their 
responsibilities under the Equality Act 2010, and encourage all employees 
to access learning and development opportunities to increase their 
awareness and understanding of equality and diversity issues. This will 
include a review of the current learning and development offer, including 
course content, take up and whether it should be compulsory rather than 
optional. 
 

HR Policy and Guidance 
 

6.13 Managers and staff continue to be directed to the intranet to improve 
their awareness of issues around all protected characteristics. A whole 
toolkit is dedicated to social inclusion, and new staff are directed to these 
pages during the induction process.  
 

6.14 In line with equality duties placed on all public organisations, Service 
and Community Impact Assessments are carried out on HR policies as 
they are reviewed or developed. An annual report is a key part of the 
process which ensures that people management policies and procedures 
are not disadvantaging any specific groups and that the organisation‟s 
commitment to equality and diversity continues to be delivered.  

 
6.15 All HR policies continue to be available on the intranet and in HR 

toolkits. All policies are available in alternative formats upon request e.g. 
large print, Braille or alternative languages. Articles on new HR policies 
appear on the intranet, and on payslip messages when appropriate.  
 

6.16 In August 2010 Oxfordshire County Council published a Business 
Strategy which set out the financial savings required by the authority.  This 
has resulted in significant downsizing and organisational change and a 
specific toolkit (TK10 - Managing Change) is available for managers to use 
when restructuring their services. This toolkit includes guidance on 
completing Service and Community Impact Assessments to assess the 
effect of changes on the workforce and on the service users.  
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Equality Framework for Local Government 
 

6.17 The county council has adopted the Equality Framework for Local 
Government; this is a structured approach to promoting equality of 
opportunity recognised as national best practice. This requires the county 
council‟s Deputy Directors to identify the challenges for staff and customers 
in their service and ensure plans are in place to address them. Deputy 
Directors are accountable for ensuring that these challenges are taken into 
account through service change and delivery; and that appropriate action is 
taken towards mitigating potentially negative impacts. 

Customer Service Centre 

 
6.18 The General Customer Service Centre team is a multi-skilled 

environment with a career structure to enable staff to develop and progress 
through the grades whilst providing economies of scale to the 
operation.  The staff are trained to deal with a variety of contact types 
depending on their skills and experience. Cross-skilling staff will produce 
economies of scale and will enable a more comprehensive career structure 
to be introduced within the CSC with the goal of producing and retaining a 
high functioning and well-motivated team who are well placed to serve the 
needs of OCC customers.   
 

6.19 Our internal procedures have been reviewed to ensure that Equality and 
Diversity (E&D) considerations form part of the regular monitoring of 
calls.  All staff undertake the Respect for People online training.  A 
programme of E&D briefings has been devised by the CSC‟s Equality and 
Diversity Steering Group and will be rolled out in 2012.   The steering group 
co-ordinates a rolling programme of internally and externally facing Equality 
and Diversity targets for the Customer Service Centre. 

Grants and Contracts  

6.20 In 2011/12 it is estimated that the Council‟s funding via ad hoc grants is 
in the region of £1m. In addition it is calculated that the Council now 
commissions services from the voluntary, community and faith sector worth 
£76 million.  
 

6.21 There is a requirement that all organisations in receipt of council funding 
will adopt appropriate equalities policies, and ensure all staff are aware of 
their responsibilities in achieving the aims of the public sector equality duty. 
This requirement is made clear within procurement guidance and toolkits 
that are available to all staff, and is written into funding agreements and 
contracts awarded. 

 

6.22 The Council gives a number of grants specifically to improve outcomes 
for individuals who share protected characteristics. These include: 

 
o The „Chill Out Fund‟ that is aimed at improving opportunities and 

facilities for young people, and includes them in decision making 
about which bids should be successful. 
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o The „Positive Activities Fund‟ that is part of the overall Early 
Intervention grant that the council receives and supports positive 
activity projects in the County. This also enables young people to 
be the decision makers. 

 
o The „Big Society Fund‟ that has supported communities to take 

on services where the Council is withdrawing funding (including 
youth centres), and to deliver innovative projects that meet local 
community need. 

Schools 

6.23 We aspire to achieve excellent leadership, high quality teaching and 
learning delivered by skilled and motivated staff, and additional support 
available where required to enable schools and settings to meet the needs 
of all pupils. Educational establishments with a positive culture and high 
expectations regarding the progress of all pupils will be viewed by pupils, 
the staff and the community as fair. Fairness does not mean that everyone 
gets the same amount of input and support, or even the same timetable, 
however what is on offer is perceived by all as being appropriate. 
 

6.24 Schools and settings are being encouraged to be flexible in their 
approaches and most importantly, responsive to the needs of all pupils as 
the cohorts change and new arrivals join the school. This presents a huge 
challenge to schools as they need to be constantly analysing data, 
observing lessons and measuring the impact of the various interventions 
put in place to provide enhanced support. The introduction of partnership 
working in Oxfordshire has resulted in not only promoting fairness across a 
school but across a group of schools, which is an even greater challenge. 
The introduction of the pupil premium will go some way towards ensuring 
that all pupils are supported fairly but this is something which will require 
ongoing monitoring to ensure valuable funds to support vulnerable and 
disadvantaged pupils are used to improve the offer for the right pupils. 

 
6.25 The HOST: Wellbeing, Health and Equalities Education team offers 

support and guidance for schools on a broad range of Personal, Social and 
Health related topics. This includes a range of training and support 
programmes for school staff and pupils, designed to promote equality, 
diversity and community cohesion, and tackle discrimination against 
minority groups. Recent areas of focus include combatting homophobia as 
part of the Stonewall Champions initiative, holocaust education, gender 
reassignment, and helping schools with implementing the Equality Act and 
understanding how community cohesion works within the structure of the 
new Ofsted Inspection framework. 

 
6.26 The Oxfordshire Anti-Bullying Strategy 2008 – 2011 placed a high 

priority on addressing prejudice motivated bullying and supported schools 
and settings to develop good anti-bullying practice in this area. Particular 
areas of focus have been the Stonewall Education Champions programme 
to tackle homophobia in schools; the development of a recommended 
recording system to ensure prejudice motivated bullying is monitored and 



Equality Policy 2012-2017 – Supporting Information Page | 44 

addressed; and the development of guidance to tackle bullying of equality 
groups. 

 

6.27 The new Anti-Bullying Strategy 2011 – 2014 is currently being finalised 
and continues to recognise the importance of tackling prejudice motivated 
bullying. As well as developing guidance, training, and advice, work will 
continue on supporting schools and settings to monitor and record in order 
to meet the requirements of the Equality Act and Ofsted Inspection 
Framework. The development of restorative approaches to resolving 
bullying has been identified as a strategic priority and will have a key role to 
play in reducing both the occurrence and impact of prejudice motivated 
bullying. 

 

Oxfordshire Fire and Rescue Service 
 

6.28 „Walk the Talk‟ is Oxfordshire Fire and Rescue Service‟s strategy for 
Equality and Diversity in the workforce and in service delivery. It details 
how we are moving forward in the recruitment of under-represented groups 
into our workforce and sets stretching targets based on both Whole-time 
and RDS (on-call Retained Duty System) recruitment over the next 10 
years. We regularly publish this information and look at where we are 
successful, or unsuccessful, and why.  
 

6.29 „Walk the Talk‟ also details how we are succeeding in engaging with the 
community by reaching out through partnership approaches to safety 
strategies, working with health and social partners to drive down incidences 
of accidental fires within the home. This is especially important where the 
homes are occupied by people who evidence suggests may be at a higher 
risk from fire, for example elderly and/or infirm, people with drink or drug 
dependency, people with mental health or personality disorders and other 
marginalised groups. 

Key Issue 4 - Priorities for Action 
 

We will build on our current approach and: 
 

4a) Ensure all managers and Councillors are aware of their responsibilities 
under the Equality Act 2010, and encourage all employees to access 
learning and development opportunities to increase their awareness 
and understanding of equality and diversity issues. 
 

4b) Ensure equality and diversity is integrated into the culture of the 
Customer Service Centre by embedding it within the behaviour and 
attitudes of staff, as well as the routine policies, procedures and 
practices of the service. 
 

4c) Undertake a full review of existing equality and diversity policies to 
ensure they remain in line with best practice and meet the requirements 
of the Equality Act 2010. 
 

4d) Continue to encourage people with a disability and from Black, Asian 
and Minority Ethnic groups to apply for roles at the council, and do more 

http://portal.oxfordshire.gov.uk/content/public/CS/fire/minutes/FireEmpEqGrp/WalkTheTalk%202009.pdf
http://intranet.oxfordshire.gov.uk/wps/wcm/connect/occ/insite/directorates/community+safety/fire+and+rescue+service/about+us/cs+-+ab+-+equality+and+diversity
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to increase awareness of the support available to staff and guidance for 
managers to ensure that reasonable adjustments are made where 
appropriate.  
 

4e) Investigate the reasons for the lower levels of young workers employed 
by the council, and continue to expand the number of apprenticeship 
opportunities to create entry level posts. 
 

4f) Identify opportunities to work with others to deliver services that improve 
outcomes for groups with protected characteristics more effectively and 
develop innovative approaches to common issues, whether through 
formal partnership arrangements or more informal collaborative 
arrangements. 
 

4g) Ensure that where services are being restructured there is a well-
managed approach to diversity, including completion of Service and 
Community Impact Assessments to ensure that under-represented 
groups are not disproportionately affected in the resulting staff 
reductions. Statistics for redundancy will also need to be closely 
monitored. 

7.0 More information 
 

More information about our work can be found in the following documents 
and links: 

 

 The Council Plan (www.oxfordshire.gov.uk/corporateplan)  
 

 Directorate business strategies 
(www.oxfordshire.gov.uk/businessstrategies) 
 

 Children and Young People‟s Plan 
(http://www.oxfordshire.gov.uk/cms/content/children-and-young-
peoples-plan-2010-2013)  
 

 Walk the Talk? (http://www.oxfordshire.gov.uk/cms/content/fire-
service-recruitment-information-women-and-ethnic-minorities)  
 

 Equality Duty in Employment Report, 2011 
(http://www.oxfordshire.gov.uk/cms/content/fairness-and-equality-
work)  

 
 
 

 

 

 

 
 
 

http://www.oxfordshire.gov.uk/corporateplan
http://www.oxfordshire.gov.uk/cms/content/children-and-young-peoples-plan-2010-2013
http://www.oxfordshire.gov.uk/cms/content/children-and-young-peoples-plan-2010-2013
http://www.oxfordshire.gov.uk/cms/content/fire-service-recruitment-information-women-and-ethnic-minorities
http://www.oxfordshire.gov.uk/cms/content/fire-service-recruitment-information-women-and-ethnic-minorities
http://www.oxfordshire.gov.uk/cms/content/fairness-and-equality-work
http://www.oxfordshire.gov.uk/cms/content/fairness-and-equality-work
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Alternative formats of this publication can be made available. 
These include other languages, large print, Braille, Easy Read, 
audiocassette, computer disc or email. Please telephone 01865 
328219.  
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Annex 1 – About Oxfordshire 
 

About Oxfordshire 
 
Oxfordshire is home to around 640,000 people. The population is increasing 
but it remains a predominantly rural area and is the least densely populated 
county in the South East of England.   
 
Oxfordshire is a place that people like to live and work in, with a high quality 
built and natural environment and thriving economy: 
 

 87% of residents regard the county as a good place to live (Place 
Survey 2010)  
 

 The population is healthier and more prosperous than most other areas 
 

 Our economy contributes £15.4 billion to the national economy and has 
considerable scope for further growth, boosted by the recent 
announcement of a 92 hectare enterprise zone in the Science Vale 
area in the south of the county.  
 

 Unemployment is amongst the lowest in the country, with under 2% of 
residents claiming job seekers allowance (October 2011). 
 

 Residents and businesses benefit from the county‟s position at the 
heart of the UK rail and road transport network  

 
As well as these positives Oxfordshire faces a number of significant 
challenges: 

 More than 30% of the county‟s workforce is currently employed in the 
public sector, making us particularly vulnerable to the impact of budget 
cuts;  
 

 Housing availability and affordability remains a problem 
 

 There are pockets of significant deprivation, with 18 local areas in the 
county within the 20% most deprived in England.  
 

 Educational attainment at GCSE level is below the regional and 
national averages and 6% of 16-18 year olds are not in employment, 
education or training. These factors contribute to the skills gap 
experienced by around one in five employers in Oxfordshire 

 

Understanding our Population 
 
Key points about Oxfordshire‟s population in relation to people who share 
different protected characteristics: 
 
Age 
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 Positive improvements in life expectancy mean the County has a 
growing older population; the number of residents aged over 85 is 
predicted to more than double by 2033, presenting many challenges to 
service delivery. 
 

 The over 65 population is forecast to increase by 77%, the over 85s by 
265% and the over 90s by 368% between 2008 and 2033. A person 
over 90 is 4 times more likely to need a care package and 5 times more 
likely to need a care home than a person over 65. 

 

 The proportion of young people in the population aged 0-15 is predicted 
to remain static until 2016 at around 18%, in line with the national 
average.  
 

o The 0-25 population estimate (ONS 2008 based estimates) 
for 2011 is 215,600.  This is forecast to remain static to 2016 

 

 
Figure 7: Population projections, as % of population (2010: 644,000; 2033: 736,900). Source: Office 
for National Statistics 
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 The number of pupils of primary school is expected to increase to just 
below 50,000 by 2015. 
 

 
Figure 8: Estimated numbers of pupils of primary school age. Source: Department for Education 

 
 

Disability 
 

 The most common method of estimating the number of people in 
Oxfordshire with a disability is by examining the proportion of the 
population claiming various benefits.  
 

 In May 2011, 19,270 people of working age were claiming Disability 
Living Allowance. Since 2002, the proportion of claimants aged over 60 
has increased from 28% to 31%, and is likely to continue rising as the 
county‟s population ages. 

 

Figure 9: DLA claimants as percentage of Oxfordshire’s population. Source: Department 
for Work and Pensions 
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 Between February 2003 and 2011 the number of people in Oxfordshire 
claiming mobility allowance (a universal benefit for people with mobility 
issues) rose from 11,855 to 16,255: an increase of 4.6% each year.  
 

 According to the 2001 Census, more than 76,000 people living in 
Oxfordshire (12.6% of the total population) stated they had a limiting 
long term illness (responses included diabetes, cancer coronary heart 
disease, kidney disease, asthma and other conditions).   

 

o Of these, 14,600 (19%) were living in the most rural areas of the 
County and a further 14,600 in or near to larger towns.  More 
recent data collected as part of the general household survey 
indicate that these rates are unlikely to have changed 
significantly since 2001.1 

 
 

People with limiting long-term illnesses 
  Oxfordshire South East England 

Population 581,178 7,809,823 48,248,150 

Limiting long-term illnesses 76,602 1,157,619 8,369,174 

Limiting long-term illnesses as % of population 13.18% 14.82% 17.35% 

Figure 10: People with limiting long-term illnesses. Source: Office for National Statistics 

 

 In 2010/11 12.4% of the 2,931 children assessed by children‟s care 
services in Oxfordshire as having a social care need were recorded as 
having a disability, below the South East average of 15.4% (Department 
for Education) 
 

 The proportion of DLA claimants under the age of 16 has been slowly 
declining since 2006, but it still above the rate for England.  
 

 
Figure 11: Percentage of DLA claimants under 16. Source: Department for Work and Pensions 

 
 

                                                 
1
 (see „Growing older in Oxfordshire: a tale of two counties‟.  Age UK Oxfordshire, 2010, available from 

http://www.ageuk.org.uk/oxfordshire/About-Age-UK/Publications/ ) 
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Race 
 

 According to the 2001 Census, 89.94% of Oxfordshire‟s population 
were „White (British)‟. The remaining 10% of the population described 
themselves as follows: 

 

 

 
 
Figure 12: Ethnic groups in Oxfordshire excluding ‘White – British’, 2001. Source: Office for National 
Statistics  

 ONS estimates suggest that the number of people from ethnic minority 
groups in Oxfordshire has increased by 35,700 (58%) since 2001, well 
above the national increase of 37%.  
 

 The Indian population has tripled from 4,200 in 2001 to 12,400 people in 
2009, and the „other white‟ population has increased 24% from 24,100 
in 2001 to 29,900 people in 2009. 

 

 The number of „white (British)‟ in Oxfordshire is estimated to have fallen 
by 3,000 over this period. 

 

 The „other white‟ population has increased by 24% from 24,100 in 2001 
to 29,900 people in 2009  
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Minority ethnic population change 2001 and 2009 

 
Figure 13: Ethnic minority population in Oxfordshire, 2001 and 2009. Source: Office for National 
Statistics 

 

 89% of Oxfordshire‟s working age population in 2009 were from white 
backgrounds. 2.55% of Oxfordshire‟s older people were from all Black, 
Asian and minority ethnic backgrounds. 
 

 Group  Area 0-15 
Working 

age
2
 

Older 
People

3
 

White 
Oxfordshire 88.01% 89.22% 97.45% 

England 83.34% 86.17% 95.58% 

Mixed 
Oxfordshire 4.30% 1.54% 0.34% 

England 4.42% 1.55% 0.31% 

Asian 
Oxfordshire 4.38% 4.53% 1.02% 

England 7.60% 6.85% 2.32% 

Black 
Oxfordshire 1.82% 2.19% 0.68% 

England 3.46% 3.29% 1.31% 

Other 
Oxfordshire 1.41% 2.51% 0.51% 

England 1.18% 2.15% 0.48% 

 
Figure 14: Ethnic groups as proportions of broad age bands for Oxfordshire and England, mid-2009 estimates. 
Source: Office for National Statistics 
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Religion and belief 
 

 The most recent county-wide figures on religious beliefs come from the 
2001 Census.  This showed that 72.5% of the county‟s population were 
Christians, 1.3% were Muslims.  All other faiths accounted for just over 
1% of the population.  Almost one quarter of the population stated that 
they had no religious belief or did not state their religion, a higher 
proportion than in the South East or England as a whole. 

 
Religion in Oxfordshire (% of population) 

 
Figure 15: Religious identification in Oxfordshire. Source: Office for National Statistics 

 
Gender 
 

 The Council‟s population estimates for 2009 show there are more 
females than males in the population (51% compared to 49%).  
 

 This is balance is also reflected in the school population at January 
2011School Census where the balance is 51.2%/48.8%.    
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 The gender balance by age band is shown in figure 15. The proportion of 
women increases as the population ages.  

 
 
Figure 16: Gender balance in Oxfordshire by age band. Source: Office for National Statistics 

 

Pregnancy and maternity 
 

 Oxfordshire has about average levels of live births per 1,000 women 
aged 15-44 (general fertility rate), however this level is noticeably lower 
in Oxford City. 
 

  2008 2009 2010 

England 63.9 63.8 65.5 

South East 62.5 62.6 64.4 

Oxfordshire 61.6 61.3 63.4 

Cherwell 69.4 69.6 69.8 

Oxford 47.2 48.8 48.8 

South Oxfordshire 66.8 65.3 69.5 

Vale of White Horse 67.5 64.2 71.4 

West Oxfordshire 68.9 68.7 70.9 

 
Figure 17: General fertility rate. Source: Office for National Statistics 

 

 There are an above average number of teenage pregnancies in the 
County compared to the South East, but the figures for both the county 
and the region have been dropping in recent years. 
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Figure 18: Teenage pregnancy rates (2010 figures are provisional). Source: Office for National 
Statistics 

 
Marriage and civil partnership 
 

 According to the 2001 census, 42% of the county‟s population were 
married. 
 

 
 
Figure 19: Marital status in Oxfordshire. Source: Office for National Statistics 
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 Civil partnerships for single-sex couples were introduced in 2005 and 
are registered by the county‟s registration service. The stabilisation of 
the annual number of such registrations is in line with national trends.4  

 

 
 
Figure 20: Civil Partnerships in Oxfordshire. Source: Oxfordshire County Council 

 
Sexual orientation & Gender reassignment 

 

 Statistics on sexual orientation are currently sparse, but hints about the 
diversity of Oxfordshire can be inferred from the census question about 
household composition and a steady annual number of civil 
partnerships.  We expect figures to become more reliable and to 
increase as people become more prepared to identify themselves and 
we improve our recording. 
 

 The 2001 census identified 890 households as containing single-sex 
couples (0.19% of total).   

 
Further information about Oxfordshire is available on the Oxfordshire Data 
Observatory website: www.oxfordshireobservatory.info/aboutoxfordshiredata 

                                                 
4
 See, for example: Ross, H, Gask, K, and Berrington, A, 'Civil Partnerships Five Years On', Population Trends, 145, 2011. 
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Annex 2 – Employment Report 
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Equality Duty in Employment Report, 2011 
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1.0 Background 
 
1.1. This report covers the period 1st April 2010 – 31st March 2011. The 

purpose of this report is to meet the requirements placed on public 
bodies under the Equality Act 2010. As a Public Body, Oxfordshire 
County Council recognises the requirement to give due regard to the 
need to: 

 

 Eliminate unlawful discrimination, harassment and victimisation and 
other conduct prohibited by the Act. 

 Advance equality of opportunity between people who share a 
protected characteristic and those who do not. 

 Foster good relations between people who share a protected 
characteristic, and those who do not. 

 
1.2 The Equality Duty 2010 replaces the previous public sector equality 

duties for disability, ethnicity and gender and covers the following 
protected characteristics: 
 

 Ethnicity 

 Disability 

 Gender 

 Age 

 Religion or Belief 

 Sexual Orientation 

 Gender Reassignment 

 Pregnancy and maternity 
 

1.3 Under the specific duties the Council is required to publish information 
in relation to the protected characteristics listed above to demonstrate 
it‟s compliance with the Equality Duty 2010. The following employment 
information is covered in this report: 

 

 The ethnicity, disability, gender, age breakdown and distribution of 
the workforce 

 Indication of likely representation on sexual orientation and religion 
or belief. 

 An indication of any issues for transsexual staff, based on 
engagement with transsexual staff or voluntary groups 

 Take up of training opportunities 

 Success rates of job applicants and applications for promotion and 
success rates 

 Return to work rates after maternity leave 

 Pay gap information 

 Staff involved in disciplinary, grievance and dismissal procedures 

 Reasons for termination of employment 
 

1.4 Monitoring and reporting on these areas enables us to analyse the 
information to see if there are differences between protected 
characteristics and investigate the processes which have resulted in 
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these differences, taking action as necessary to try and remove barriers 
and promote equality for all groups.  

 
1.5 As part of the specific duties the Council is also required to set specific, 

measurable equality objectives and publish these along with an equality 
policy. 

 
1.6 Where data is available schools have been included in this report. As at 

31st March 2011 there are 14 secondary schools in the county of over 
150 staff which are therefore required to publish  information separately 
about their performance on equality.  

 
2.0 Status of information 
 
2.1 This is the first report resulting from the specific duties of the Equality 
 Act 2010.  In earlier years detailed information about the Council‟s 
 workforce was formally reported under the Race, Disability and 
 Gender Equality Schemes.  
 
2.2 The majority of the monitoring information has been taken from the 

Council‟s Management Information System (SAP).  Previous reports 
have indicated a large number of staff for whom no ethnicity data was 
held and a rolling programme of personal data audits has helped to 
improve the completeness of data over the past few years. It is 
therefore disappointing to see that the percentage of missing data has 
increased to 8.33% from last years 6.17%. Further investigation is 
needed to see whether this is because people are choosing not to 
declare information or whether there is an issue inputting the data onto 
SAP.  The programme of personal data audits will continue and a new 
ICT system is currently being developed so that where people have 
access to the intranet they will be able to complete the data online 
which can easily be uploaded onto SAP. This may improve the 
completeness of data.  

 
2.3 The reporting year has been kept to the financial year i.e. 1st April to 31st 

March to reflect other management reporting activities and to enable 
comparisons with the equality report from last year.  The overall data is 
based on the number of employees as at 31st March 2011 which is 
22,063 (15,161 in schools and 6,902 in directorates). 
 

2.4 In some instances, comparisons have been made to the 2001 census 
data or to the 2009 ONS estimates, as the results of the 2011 census 
were unavailable at this time. 

 
2.5 Throughout this report if someone is from an ethnic minority we have 
 referred to them as being from a Black, Asian or Minority Ethnic group 
 (BAME). 
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3.0 Training to promote equality and diversity 
 
3.1 Learning and Development activities for all areas except schools based 

staff continue to be delivered through Oxfordshire Customer Services.  
All courses and development activities are accessible via an online 
booking system. 

 
3.2 The specific diversity e-learning programme called „Respect for People‟ 

is accessible by employees with an email account and is available to 
5000+ individuals. This includes employees, temporary staff and 
contract staff.  Take up has increased from 20% of staff in 2009/10 to 
over 40% of staff in 2010/11. New starters are encouraged to complete 
the training as part of their induction and a Word version is available for 
those without access to the e-learning programme.    

 
3.3 Managers and staff continue to be directed to the intranet to improve 

their awareness of issues around all protected characteristics. A whole 
toolkit is dedicated to social inclusion „TK9: Delivering our commitment 
to equal opportunities‟ and new staff are directed to these pages during 
the induction process.  

 
 
4.0  Update of employment policies 
  
4.1 In line with equality duties placed on all public organisations, Service 

and Community Impact Assessments are carried out on HR policies as 
they are reviewed or developed. This annual report is a key part of the 
process which ensures that people management policies and 
procedures are not disadvantaging any specific groups and that the 
organisation‟s commitment to equality and diversity continues to be 
delivered.  

 
4.2 All HR policies continue to be available on the intranet and in HR 

toolkits. All policies are available in alternative formats upon request 
e.g. large print, Braille or alternative languages. Articles on new HR 
policies appear on the intranet, and on payslip messages when 
appropriate.  

 
4.3 In August 2010 Oxfordshire County Council published a Business 

Strategy which set out the financial savings required by the authority.  
This has resulted in significant downsizing and organisational change 
and a specific toolkit (TK10 - Managing Change) is available for 
managers to use when restructuring their services. This toolkit includes 
guidance on completing Service and Community Impact Assessments 
to assess the effect of changes on the workforce and on the service 
users.  
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5.0  Breakdown and distribution of the workforce 
  
5.1 Ethnicity 
 A detailed breakdown of the ethnic origin of the council‟s workforce and 

comparisons with census data is given in Annex 1a.  
 In Annex 1(b) the data excludes those who have not declared their 

ethnicity and shows that there were 95.97% white staff in 2010/11 
(including the category White Other) which is a slight increase from last 
year‟s 95.85%. Overall the reported levels for BAME groups is at 4.04% 
which is a slight decrease from 4.16% last year. The results do not 
show any major changes in specific ethnic groups compared to last 
year. 

 
 According to the ONS 2009 estimates for Oxfordshire the BAME 

population for the age group 16- 64 is 10.78% so the representation of 
this group within Oxfordshire County Council, although fairly stable,  is 
not proportionate to their representation in the County. 

 
 The table below shows a summary of the ethnic origin of the whole 

workforce excluding the figures for those who have not-declared their 
ethnicity. 
 

Ethnic Origin 
Number of 

staff Percentage 

White: (British / Irish / White Other) 
 19408 95.97% 

Mixed: (White & Black Caribbean, 
White & African, White & Asian, 
Other) 167 0.83% 

Asian or Asian British: (Indian, 
Pakistani, Bangladeshi, Other) 367 1.81% 

Black or Black British: (Caribbean, 
African, Other) 201 0.99% 

Chinese or other ethnic group 
 82 0.41% 

Total 20225 100.00% 
   

 
 
 
The table below shows a summary of BAME employees by directorate.  

Directorate / Service BAME White 
Non 

declared 

Chief Executive's Office 2.34% 95.33% 2.34% 

Children, Education & Families 6.12% 78.44% 15.44% 

Environment & Economy  5.37% 85.44% 9.19% 

Social & Community Services  
(excl Fire Service) 4.93% 91.17% 3.90% 

Fire Service 1.44% 96.25% 2.31% 

Schools 3.04% 88.86% 8.10% 
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In comparison with the percentage for the council as a whole the 
Children, Education and Families directorate have a fairly high 
percentage of staff from BAME groups at 6.12%, however this 
directorate also has a high percentage of non-declared or missing data.  
 
The Chief Executive‟s Office and the Fire Service have lower 
proportions of staff from BAME groups. 

 
5.2. Disability 

In 2011 just 0.86% of staff declared a disability; there has been a steady 
decline in this measure over the last few years from 0.89% in 2010, 
0.98% on 2009 and 1.09% in 2007. 
 
The table below shows the breakdown of data between schools and 
non schools: 
 

 Disability 

Whole Council 0.86% 

Directorates 1.90% 

Schools 0.39% 

 
The percentage of disabled employees in the non-schools workforce is 
higher than the percentage for the council as a whole and the level for 
schools is very low. 
 
The council continues to be a „Two-Ticks‟ employer, where we are 
committed to supporting and developing all staff and appointing the 
'best' person to do the job. If a disabled applicant meets the minimum 
selection criteria for a job, they will be invited to interview. 
 
However in the 2010 staff survey, which only covered non-schools, the 
level of declaration for disability is much higher with 8.2% declaring 
themselves disabled through this anonymous channel. This is four times 
higher than the level officially recorded for non-schools staff which  
could be a positive indicator that proactive work to promote a inclusive 
and diverse workforce is efficient and more disabled people are joining 
our workforce. However more work needs to be done to encourage 
people to declare their disability officially and to reassure staff that there 
will be no adverse consequences to declaring long standing health 
issues.  
 

5.2.1. Carers 
 The Equality Act protects a person who experiences discrimination 
 because they are associated with someone who has a disability. 

The council does not currently monitor whether people are carers, 
however data from the 2010 Staff Survey shows that 850 respondents 
have caring responsibilities which accounts for 12.3% of the non -
schools workforce. We are not able to tell from the staff survey whether 
respondents are caring for children or adults.  
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 The council has a specific policy for Supporting Working Carers and has 
 implemented a scheme called Carers Planned Leave. Since this 
 specific type of leave was introduced it has been taken up 369 times by 
 154 people (2.23% of the non-schools workforce). 
 
5.3 Gender 

The 2009 ONS estimates for the county as a whole indicates that 51% 
of the local population are female. There is a much higher proportion of 
female workers in the County Council which has slightly increased from 
80.64% in 2010 to 81.98% in 2011. High levels of female staff working 
in the public sector are seen across the country and a move towards a 
more gender balanced workforce is showing slow progress.   
 
The table below shows the distribution of gender between schools and 
directorates (non schools). This breakdown shows that the proportion of 
females in the non-schools workforce is much less at 73.33%.  

 

 Female Male 

Directorates (Non-schools) 73.33% 26.7% 

Schools 85.87%    14.13% 

Total 81.94%    18.06% 

  
The table below shows the split for each directorate: 
 

Directorate Female Male 

Chief Executive's Office 71.03% 28.97% 

Children Education &Families 82.01% 17.99% 

Community Safety (inc Fire) 24.57% 75.43% 

Environment & Economy 45.61% 54.39% 

Oxfordshire Customer 
Services 75.65% 24.35% 

Social & Community Services 82.18% 17.82% 

Grand Total 73.33% 26.67% 

 
The trend for higher proportion of female workers is reflected in most 
directorates apart from the Fire Service where numbers of female 
workers are disproportionately low (although Oxfordshire is one of the 
highest performing fire services nationally in terms of women 
employed), and Environment and Economy where there is nearly an 
equal balance. Social and Community Services has a high proportion of 
female workers, perhaps due to the nature of the work as more women 
are attracted to caring roles. It will be interesting to see the effect of 
recent changes such as the closure of the Home Support Service on the 
overall gender balance of the directorate.  

 
 
 
 
 
5.4. Age 

The table and graph below show the age distribution for the whole 
workforce, schools, and non-schools.  
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Age Schools Non-Schools All staff 

<16 0.01% 0.00% 0.01% 

16-24 5.18% 3.88% 4.78% 

25-34 17.85% 15.79% 17.21% 

35-44 28.94% 23.67% 27.29% 

45-54 31.77% 31.16% 31.58% 

55-64 14.50% 22.96% 17.15% 

65-74 1.56% 2.35% 1.81% 

> 75 0.18% 0.17% 0.18% 

  

 
 
The data shows that the highest percentage of the workforce is in the 
age category 45 – 54, closely followed by those aged 35-44.  
Currently there are only 1.81% of the workforce in the 64 – 74 age 
group but the numbers may increase in this group with the legislation to 
remove the default retirement age.   
 
The percentage of staff aged 16-24 is extremely low at just 4.78% for 
the whole council, which reduces to 3.88% in non-schools.  
 
There are a number of initiatives to support NEETS‟s (young people 
„Not in Education, Employment or Training‟) and to encourage younger 
workers into the council including the Apprenticeship scheme (see 
paragraph 5.4.1). 
 
 
 
 

5.4.1  Apprenticeships 
Overall, as at 31st March 2011, there have been 128 apprentices 
recruited into the council with 27 in 2010-11. The table overleaf shows 
equality data for all apprentices recruited up until 31st March 2011. 
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Age Band Percentage of 
apprentices 

16-18 79.69% 

19-24 16.41% 

25+ 3.91% 

Ethnicity  

White 86.72% 

BAME 7.81% 

Non declared 5.47% 

Gender  

Male 28.91% 

Female 71.09% 

Disability  

Yes 3.91% 

 
Although there is no age limit on Apprenticeships the scheme has been 
successful at recruiting younger people into the workforce with the 
majority (79.69%) of apprentices aged 16-18. The council continues to 
encourage managers to consider apprenticeship posts and proposals 
are being made in some areas for positive action to limit the age range 
of candidates where an imbalance has been identified. 
 
The gender of apprentices is in line with the overall council figures and 
there may be further work needed to see if there are any factors that are 
discouraging younger men from applying.  
 
The number of apprentices declaring a disability is quite high at 3.91% 
compared to only 0.86% for the council as a whole.  
 
The number of BAME candidates is also higher than the council as a 
whole at 7.81% showing a better representation of staff in this group of 
staff.  
 
Next Generation Project  
The Next Generation project is currently looking at younger workers and 
will be looking at the following during 2011-12: 
 
"It has been identified that 14% of the non-schools workforce are aged 
under 31and that there is a higher turnover rate for employees under 
the age of 35 in the organisation.  In order to retain a larger proportion 
of young employees, we need to identify their development needs and 
determine whether OCC is an employer of choice for this generation.  It 
is being proposed that a series of focus groups are undertaken with 
employees in the 20-31 age-bracket to gain an insight into the needs 
and desires of this generation of employees." 
 
The outcomes of this project will be reported in the annual report in 
2012-13. 
 

6.0 Likely representation of Religion or Belief and Sexual Orientation  
The council has not previously collected or monitored information on 
Religion or Belief and Sexual Orientation. In order for us to analyse the 
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effect of its employment policies and practices on staff with different 
protected characteristics we undertook the following actions to assess 
the effects of monitoring. 
 

6.1 Intranet polls 
In 2009/10 intranet polls were carried out to ask staff whether they 
believed employees were treated unfairly on four different elements of 
diversity: sexual orientation, disability, religion and belief and ethnicity. 
This involved a very short question on the intranet which staff see when 
they first turn on their computer and provides a snap shot of opinions. 
Annex 2 shows full results but in summary only 8% of respondents had 
seen or witnessed unfair treatment of council workers in relation to 
sexual orientation or disability. However, the results were twice this in 
relation to religion or belief at 16%. Respondents to the survey were 
redirected to the social inclusion pages of the website to raise 
awareness about diversity. 
 
It is important to note that the intranet polls are not necessarily 
representative of staff across the organisation as only a proportion of 
staff with intranet access took part. 
 

6.2 Staff Survey 
For the first time the 2010 staff survey included questions around 
religion or belief and sexual orientation. It was possible for staff to opt 
not to declare their status but very few selected this option as shown in 
the table below: 
 

Diversity Strand Level of respondents who chose 
„prefer not to say‟ 

Age 7.5% 

Caring responsibilities 5% 

Disability 4.7% 

Ethnicity 4% 

Gender 1% 

Religion or Belief 10% 

Sexual Orientation 11% 

 
Although the levels for religion or belief and sexual orientation are 
slightly higher then the other diversity strands it was concluded that staff 
were more comfortable with data monitoring across these additional two 
strands than feared.  
 
From the staff survey data it is possible to see that the highest levels of 
religion and belief was Christian (53%) and None (31.6%), with no 
employees indicating they were Hindu or Sikh. This is much higher level 
of „None‟ than the 2001 census which found 15% of the British 
population reported having no religion.  
 
There were 2868 responses to the staff survey; the table and pie chart 
below shows the breakdown for each religion. 
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Religion Percentage of responses 

None 31.6% 

Christian 53.1% 

Buddhist 0.38% 

Jewish 0.45% 

Muslim 0.59% 

Any other 1.43% 

 
The data from the staff survey indicated that 5.5% of existing staff 
consider themselves to be Gay, Lesbian, Bisexual and other. Equality 
and Human Rights Commission report 37, “Estimating the size and 
composition of the lesbian, gay and bisexual population in Britain” 
states: 

 
There are currently no reliable estimates of the size of the LGB 
population in Great Britain. Sexual orientation has not been asked in a 
decennial census in Britain and the surveys that currently ask about 
sexual orientation have not been designed to provide national 
estimates of the LGB population. Large-scale social surveys indicate 
that around 2.0 – 2.5% of the population identify as LGB in questions 
on sexual identity, although none of these surveys – including those 
used to test questions in the ONS Sexual Identity Project – were 
designed to provide such estimates. 
 
While these and other estimates are set against the benchmark of five 
– seven percent suggested by the DTI, that estimate is, itself, of 
questionable validity, comprising data for different dimensions and 
from highly disparate surveys. 

 
So it is difficult to know whether the staff survey results are high or low 
for this diversity strand but the figures appear to be in line with levels 
one may expect to find in a large and varied organisation.  
  

6.3  Future monitoring 
Following this exercise the council has started monitoring religion or 
belief and sexual orientation from April 2011 in both recruitment and as 
part of the personal data audit and will communicate the reasons for 
collecting this data and what will be done with the information. Data 
should therefore start to become available for the 2012 Equality Duty 
report.  
 
 
 
 

7.0  An indication of issues for transsexual staff, based on engagement 
 with transsexual staff or voluntary groups.  

   
Along with the other protected characteristics listed on page 3, 
Oxfordshire County Council has always stated in the Comprehensive 
Equality Policy and the Council‟s Dignity at Work policy that we will 
have due regard to the need to eliminate unlawful discrimination, to 
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promote equality of opportunity and to promote good relations between 
different groups, including those with  transgender status or who have 
been through gender reassignment.   
 

 OCC has never monitored whether people are transsexual as the 
 numbers are likely to be very small, however there have been no 
 reported cases of harassment or discrimination due to someone being 
 transsexual.  The council‟s dignity at work policy  
 
 In March 2011 the Government Equalities Office published a report 
 called „Working for Lesbian, Gay, Bisexual and Transgender Equality: 
 Moving Forward‟. In the report they indicate that “Transgender people 
 highlight transitioning at work as one of the most significant triggers for 
 discrimination”. 
 

The Government Equalities Office plan to update and disseminate 
advice to employers on recruiting and employing transgender 
employees and how to support employees undergoing gender 
reassignment with their transition, this advice is expected by May 2012.  

 
For Oxfordshire County Council it is suggested that we look at the possibility 
of developing staff forums with the unions for Lesbian, Gay, Bisexual and 
Transsexual employees and engage with local voluntary groups as much as 
possible to ensure that there is a good understanding of the issues these 
groups face, to ensure that our policies and practices do not discriminate 
against them and they do not suffer harassment. 

 

 

8.0 Take up of Training Opportunities 
8.1 This data covers any training or development arranged through the 
 Learning and Development Team in Oxfordshire Customer Services so 
 will not have captured any directorate arranged professional 
 development activity or development such as mentoring, coaching and 
 work shadowing. Also the data excludes schools based employees. 
 As identified in last year‟s report, improvements have been made to the 
 booking process with an e-booking system and an increased number of 
 courses are available as e-learning solutions. 
 
8.2 In the past year the Learning and Development Team have run 688 

different courses resulting in a total of 22,149 days of training for non-
schools staff.  This equates to an  average of 3.2 days per person for 
non-schools staff and remains consistent with last year which reported 
an average of 3 events per person.  This data continues to demonstrate 
our commitment to develop all staff as an Investors in People 
organisation, especially with the financial pressures of the Council as a 
whole. 

 
The number of days training is broken down by gender, ethnicity, 
disability and age in the tables below. 

 
 Number of training days by gender 

Gender Total days Percentage 

Female 13,272 59.92% 
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Male 8,877 40.08% 

Total 22,149 100.00% 

 
 The percentage of female delegates accounts for 59.92% of the training 
 days which is slightly lower than last year. Women represent 73.33% of 
 the non-schools workforce so this suggests that females are less likely 
 to access training events than their male counterparts.  Further 
 examination of this data is needed to explore whether there are any 
 barriers to participation for women.  Potential explanations could be that 
 some groups with a higher number of female employees may be unable 
 to access the online learning courses because they are not office based 
 e.g. Care Workers. Unfortunately the data cannot easily be broken 
 down between e-learning and classroom based courses to analyse this.  
 There might also be barriers for part time employees (a higher 
 proportion of which are female) who may not be able to access  
 classroom-based courses on certain days.  
 

Number of training days by ethnicity 

Ethnic Origin Total days Percentage 

White 19,547 88.25% 

BAME 1,282 5.79% 

Non declared 1,320 5.96% 

Total 22,149 100.00% 

 
 There is a positive increase from last year in the number of days 
 training for BAME delegates at 5.79% which is slightly higher than the 
 BAME representation of the non-schools workforce (5.16%). This is 
 good to note as it was identified as an area for improvement in 2008/09 
 and has continued to increase over the last two years. However, the 
 number of delegate records showing undeclared or missing ethnicity 
 data has increased. This is reflected in the overall ethnicity breakdown 
 of the council and is an area for improvement for next year. 
 

Number of training days by disability 

Disability Total days Percentage 

Disabled 290 1.31% 

Not Disabled 21859 98.69% 

Grand Total 22149 100.00% 

 
The percentage of non-schools staff declaring a disability is 1.9% and 
the training days are slightly lower than this which suggests that 
disabled staff are marginally less likely to access training opportunities.  
 
 
 
Number of training days by age 

Age Total days Percentage 

16-24 851 3.84% 

25-34 4840 21.85% 

35-44 5923 26.74% 

45-54 5874 26.52% 

55-64 3279 14.80% 
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65-74 282 1.27% 

75+ 34 0.15% 

Prefer not to say 10 0.05% 

Under 16 1 0.00% 

(blank) 1055 4.76% 

Grand Total 22149 100.00% 

 
It is interesting to note that take up of training opportunities for the age 
group 55-64 is 14.80% which is very low in comparison to the 
percentage of staff in this age group as a whole (31.58%).  Further 
examination of this data may be needed to analyse why older workers 
are not accessing as much training as staff in other age groups. There 
may be a perception that older workers have been in their job roles for 
longer periods of time and are fully trained in their roles, however it is 
important that all staff engage with opportunities to update and refresh 
their knowledge and attend mandatory courses.   
 
Overall, it is still the case that we do not record employees who were 
not supported in any application for training from their line manager but 
there have been no recorded incidents from staff who feel they are 
blocked from accessing development opportunities on the basis of any 
protected characteristic. 
 

9.0 Success rates for job applicants 
The same application process is followed whether someone applies 
externally to work for the county council or seeks a change of job or 
promotion within the organisation. The individual is asked to complete 
an application form which includes a monitoring form to record their 
equality data. This information is separated from the rest of the form 
and is not seen by the manager in the shortlisting process.  
 
In August 2010 Oxfordshire County Council published a Business 
Strategy which has resulted in many services restructuring. The council 
wanted to provide staff with the opportunity to be considered for any 
vacancies before they are advertised externally therefore all non-
schools posts are advertised internally first, and in exceptional 
circumstances some posts are advertised externally.  
 
In 2010/11 a total of 3590 applications were received by the county 
council for directorate based vacancies and 352 appointments were 
made. The data has been generated by the online application system; 
however the internal applications were not completed via the online 
system which accounts for the high percentage of non-declared data.  
The process of equality monitoring for internal applications will be 
reviewed for next years report.  
 
In 2010/11 a total of 15,256 applications were made for schools 
vacancies however the later stages of the selection process were 
completed without updating the online system so the data for schools is 
limited.  
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Breakdown of applications and appointments by protected group 
(non-schools). 
 

Group Percentage 
of applicants 

Percentage  of 
Shortlisted 
applicants 

Percentage of 
appointments 

Gender 

Female 53.8% 54.3% 48.3% 

Male 30.6% 22.7% 20.7% 

Non-declared/ blank* 15.6% 23.0% 31.0% 

Ethnicity    

White 69.4% 64.6% 56.25 

BAME 11.2% 7.2% 2.8% 

Non-declared/ blank* 19.4% 28.2% 40.9% 

Disability    

Yes 3.32% 2.9% 2.3% 

No 96.7% 97.1% 97.7% 

Age    

Under 21 6.3% 3.9% 4.0% 

21-25 15% 11.2% 8.8% 

26-35 25.3% 22% 18.5% 

36-45 17.8% 18% 14.5% 

46-55 13% 13.6% 12.85 

56-65 4.6% 4.6% 3.1% 

Over 65 0.6% 0.45% 0.0% 

Blank* 17.4% 26.4% 38.4% 

   
*The high percentage of non-declared or missing data is due to the high 
volume of internal applicants who were not processed via the online e-
recruitment system  
 
NB: The age bands for the current e-recruitment system cannot be 
amended in line with the age groups used in this report.  
 
As noted earlier in this report there continues to be more women than 
men employed by Oxfordshire County Council and this is reflected in 
the higher percentage of applications from female candidates. Although 
for non-schools 30.6% of applications were from men, by the end of the 
selection process this had reduced to 20.7% being appointed.  In 
comparison, the applications for schools based jobs is much more 
segregated with only 15.5% of applicants from males.  
 
A relatively high proportion of candidates from BAME groups applied for 
jobs with the council at 11.2% and it is encouraging to see that 7.2% of 
the shortlisted candidates were from BAME groups. However, this 
proportion decreases at the end of the selection process with only 2.8% 
BAME people appointed which is much lower than the proportion of 
BAME employees within the council. However, given the large 
percentage of missing equality data, it is hard to draw definite 
conclusions.  The data for schools shows that a lower percentage of 
8.3% applicants were from BAME groups. 
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The number of applicants declaring a disability has decreased slightly 
from last year, from 3.68% for non schools to 3.32% in 2010-11. The 
number of shortlisted applicants has also decreased from 4.3% in 2009-
10 to 2.9% in 2010-11. There are slightly lower levels among successful 
candidates as well with 2.3% of appointees declaring a disability.  
Although the Two ticks (guaranteed interview) has been shown to be 
working well in the previous years there may be further work that needs 
to be done to match the levels of the census data which suggests that 
3- 4 times as many disabled candidates should be applying and 
appointed.  
The data for schools is again lower than the percentage for directorates 
at 2.96% of those applying for schools based roles declaring a disability.  
 
Although fewer vacancies will be advertised externally over the coming 
years it is important to continue to try and attract more employees with 
disabilities where external recruitment does take place, and to create an 
environment where potential employees understand the reasons for and 
feel comfortable to declare disabilities and know that this will not 
prejudice a selection panel.  

 
9.1 Creating opportunities for vulnerable groups 
 Further work has been done to create a database called „Advantage‟ 
 which has been developed to make it easier for council managers to 
 provide work experience opportunities to vulnerable groups. 
 Caseworkers (or equivalent) from the following projects have received 
 training to use the system: 

- Raise (young people leaving care) 
- Oxfordshire Employment Services (adults with disabilities) 
- Mencap (adults with learning disabilities) 
- Connexions (young people who are NEET) 
- Independent Living Services (adults with learning disabilities) 

 
 Advantage has been 'live' since March 2011, and the number of 
 individuals registered on the database is growing steadily. Although 
 people will be volunteers it is hoped that by providing work experience it 
 will encourage people to apply for jobs with Oxfordshire County Council 
 or join the casual bank. 
 
9.2 Recruitment Advertising 
 All adverts placed by the County council include the following as 
 footnote: 
 

‘We are an equal opportunities employer and we offer generous 
holidays, development opportunities, a final salary pension scheme and 
a range of family friendly policies’.  
 
The adverts are also accompanied by the „Two Ticks‟ symbol indicating 
that Oxfordshire County Council is positive about applicants with 
disabilities and guarantee an interview to any disabled applicant who 
meets the minimum selection criteria. Managers are instructed that they 
must comply with this requirement when shortlisting applicants. 
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9.3 Applications for promotion and success rates 

Where an existing member of staff applies for a job at a higher grade, 
i.e. a promotion, this data is recorded within the general application form 
for employment and processed in the same way as other applications.  
As detailed above the practice since August 2010 is to advertise roles 
internally first, unless the role is at entry level or is a hard to fill essential 
post.  
 
The data from SAP shows the following data from those marked as 
being promoted or seconded to a higher grade: 
 
 

 Percentage of staff promoted 

Gender  

Female 57.41% 

Male 42.59% 

Ethnicity  

White 95.27% 

BAME 4.73% 

Disability  

Yes 1.89% 

Age  

16 – 24 3.79% 

25 – 34 21.45% 

35 – 44 35.33% 

45 – 54 31.55% 

55 – 64 7.89% 

 
Men represent 18.06% of the workforce and a much higher percentage 
of men are promoted or seconded to higher grades. 
 
BAME staff account for 4.73% of promotions which is slightly higher 
than their representation in the workforce.  
 
In terms of age the data suggests that those in the category 25 – 34 and 
35 – 44 are more likely to be promoted and those in the category 55 – 
64 are less likely to be promoted.  It is difficult to draw firm conclusions 
as we do not have the complete data to show who applied for internal 
promotions to assess the success rates, however we do need to 
continue to ensure that there are no barriers preventing older workers 
from applying or from being selected due to their age.  
 
 
 
 

10. Return to work rates after Maternity 
 As women go on Maternity Leave at different stages throughout the 
 year this data includes all maternity cases which ended in the period 1st 
 April 2010 – 31st March 2011.  
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 During this period 438 employees, including those employed in schools, 
 ended their maternity leave.  Of these, 74.4% returned to work, the 
 remaining staff either did not return to work, or left after a short time.  
 

Numbers of staff returning to work after maternity leave 

  Total number 
in each group 

Leavers Returned to 
work 

Disability Disability 0 0 0 

 No disability 438 25.6% 74.5% 

     

Ethnic  White 385 24.4% 75.6% 

Origin BAME 24 20.8 79.1% 

 Non Declared 29 44.8% 55.2 

     

Age Under 16 0 0 0 

 16-24 18 50% 50% 

 25-34 238 26.1% 73.9% 

 35-44 176 22.2% 77.8% 

 45-54 6 0.33% 66.67% 

 
It is encouraging to see that a high percentage of employees returned to 
work following maternity leave. Return to work rates are similar between 
ethnic groups, with 79.1% of employees from BAME groups and 75.6% 
of White employees returning to work.  
 
In respect of age the rates of return are a lot lower for the 16-24 group 
where 50% of employees returned to work compared to nearly 74% of 
the 25-34 group and nearly 78% of the 35-44 group. Although the 
overall numbers are relatively small for the 16-24 range this is 
something to monitor in future reports as this age group is under 
represented in the Council as a whole and we should be trying to 
support employees to return from maternity leave as much as possible.  
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11.0 Pay information 
 The following charts show the salary spread of all employees by 
 different protected groups where information is held on SAP.  
 

Chart 1: Salary spread of non-schools staff by ethnicity 
  

 
 

Chart 1 shows that there is a higher number of BAME staff in the 
lowest salary band with 6.40% earning less than £15k which gradually 
decreases as salary increases, with only 2.56% of BAME employees in 
the group earning £45,000 or more. 

 
 

Chart 2: Salary spread of all staff by gender 
 

 
 
 Chart 2 shows that there are no great differences in salary spread 
 compared to 2009/10 with the numbers of male employees increasing 
 as the annual salary goes up. The number of women decreases with 
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 higher salaries although the gender pay gap at the most senior level is 
 decreasing with 50% of women earning £45k and above.  
 

 
  

The age groups 35-44 and 45-64 are represented quite evenly across 
all salary ranges with a significant increase for ages 45-64 at salaries 
above £45k. The youngest age group 16-24 has a higher percentage of 
employees in the lower salaries but significantly drops for the salary 
range £25-£35k and is not seen in higher salary bands which is most 
likely because this age group have not had sufficient work experience to 
meet the criteria for more senior roles. Also there has been an increase 
in apprentices who are paid less than £15,000.  

 

 
  
 Chart 4 shows that there are more employees declaring a disability in 
 the mid salary ranges of £15k - £25k and £25k - £35k but it is 
 encouraging to see that disabled employees are represented in all 

Chart 3: Salary Spread of staff 2010/11 by age
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 salary ranges. However as identified earlier in this report the overall 
 numbers of staff declaring a disability is still low. 
 
12. Staff involved in Grievance & Disciplinary Procedures 

The data here is provided for non-schools as schools record their own 
data for disciplinaries and grievances. Data has also been summarised 
across the Council as the numbers in some directorates were so small 
that it might have been possible to identify individuals. Cases are 
recorded by the HR Management Advice Team in the new Case 
Management System 

 
12.1 Disciplinary and Capability Procedures 

Excluding schools based staff there were 148 non-schools staff involved 
in disciplinary or capability procedures during 2010/11 which is an 
increase from 2009/10 with a breakdown as follows.  

 

Protected Characteristic Percentage of cases 

Gender  

Male 43.92% 

Female 56.08% 

Ethnicity  

White 84.46% 

BAME 4.73% 

Non-declared 10.81% 

Disability  

Disabled 2.03% 

Non-Disabled 97.97% 

Age  

16-24 6.76% 

25-34 13.51% 

35-44 18.24% 

45-54 32.43% 

55-64 25.68% 

65-74 3.38% 

 
The data shows that more disciplinary or capability cases have involved 
women which would be expected given that they make up 73.3% of the 
non schools workforce.  When looking at the number of cases in 
comparison to the actual number of staff it shows that 3.5% of the male 
workforce have been the subject of disciplinary or capability and 1.64% 
of women. Therefore as seen in previous reports men are more likely to 
be the subject of the disciplinary or capability procedure.  
 
The percentage of White and BAME cases is proportionate to the 
percentage of staff from these groups in the non-schools workforce 
although the percentage of cases involving disabled people is slightly 
higher than the workforce population although the numbers are very 
small so it is difficult to draw any firm conclusions but further work could 
be done to ensure that reasonable adjustments are made before 
following the capability procedure.  
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Staff in the 45-54 age group have a higher percentage of cases but this 
reflects the fact there are more employees in this age group. The 16-24 
age group is also slightly disproportionate in comparison to their overall 
representation in the council, showing that they are more likely to 
subject to disciplinary or capability processes.  
 
The overall number of cases appear higher than in previous years but 
may be a result of better reporting from the new case management 
system being used by the HR Management Advice Team.  

 
12.2 Grievances 
 Again excluding schools based staff the number of grievance cases has 
 also increased from 10 cases in 2009/10 to 40 cases in 2010/11. The 
 breakdown by protected characteristic is as follows: 
 
 

Protected Characteristic Percentage of 
cases 

Gender  

Male 35% 

Female 65% 

Ethnicity  

White 85% 

BAME 10% 

Non-declared 5% 

Disability  

Disabled 0% 

Non-Disabled 100% 

Age  

16-24 5% 

25-34 15% 

35-44 15% 

45-54 32.5% 

55-64 27.5% 

65-74 5% 

 
The data shows that female employees are more likely to raise a 
grievance then male employees, with 65% of the cases. However this is 
in proportion to the number of female employees in the council as a 
whole. When the number of cases is compared to the gender 
breakdown of the workforce it shows that 0.76% of male employees and 
0.51% of female employees have raised a grievance in the past year, 
showing that males are slightly more likely to raise a grievance. 
 
The majority of cases were from white employees but 10% of the 
grievances were raised by BAME employees although the overall 
numbers are extremely small.  

 
No grievances were raised by anyone declaring a disability.  
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The breakdown by age group is reflective of the numbers of employees 
as a whole, with the highest percentage of grievances coming from the 
largest age group 45-54. 
 
There are four times more grievances than reported last year, this could 
be down to better reporting but may also be a reflection of the huge 
amount of organisational change that the Council has experienced and 
will continue to experience in the coming year.  

 
12.3 Dignity at Work 
 

The dignity at work policy applies to all forms of bullying and 
harassment at work.  Excluding schools based staff there were 10 
cases raised under Dignity at Work during 2010/11.  
 
Of these, two cases were from men and the rest were raised by women.  
 
There were no recorded cases from BAME employees and only one 
from an employee declaring a disability.  
 
There were no cases from the age group 16-24, one case from the 
group 25-35, and five cases from 45-54. 
 
There were two racism related incidents which were dealt with under 
the disciplinary procedure. Both cases were female employees, one 
was White British and the other was from an Indian background.  

 
13.  Leavers 
 

A total of 3911 individuals left the employment of Oxfordshire County 
Council in 2010/1 which is significantly more than the 3239 people who 
left in 2009/10. This is a turnover rate of 19.34% and is a large increase 
from 14.2% of staff in the previous year.  
 
As the table below shows, the most common reason for leaving 
Oxfordshire County Council continues to be resignation at 63.51% and 
this figure remains consistent between schools and directorates. End of 
temporary contracts accounted for 14.24% of leavers, slightly more so 
in schools, closely followed by Retirements at 11.63% for the council as 
a whole, rising to 14.23% in directorates. Overall the levels for 
redundancy for the council as a whole are quite low at 3.12%, however 
the figures are much higher for directorates at 7.56%.The higher 
redundancy figures are expected in the current economic climate with 
the publication of the Council‟s Business Strategy and the need for 
large scale efficiency savings and accounts for the increase in turnover 
figures.  
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   Overall reasons for leaving:  
   

 Whole Council Directorates Schools 

Resignation 2484 (63.51%) 844 (62.56%) 1640 (64.01%) 

Redundancy 122 (3.12%) 102 (7.56%) 20 (0.78%) 

Retirement 455 (11.63%) 192 (14.23%) 263 (10.27%) 

Dismissal 43 (1.10%) 19 (1.41%) 24 (0.94%) 

End of Temp 
contract 

557 (14.24%) 149 (11.05%) 408 (15.93%) 

Other 250 (6.39%) 43 (3.19%) 207 (8.08%) 

Total 3911 (100%) 1349 (100%) 2562 (100%) 

 
Annex 3 provides a detailed breakdown of the protected groups against 
each reason for leaving, separated by schools and directorates where 
appropriate.   
 
The data indicates that BAME staff are slightly more likely to resign than 
any other staff as they make up 5.19% of resignations overall, and this 
rises to 6.52% for directorate based staff which is greater than their 
representation in the workforce. This group of staff is also 
disproportionately affected by the ending of temporary contracts in 
directorates at 9.40%, with a further 20.13% of temporary employees 
not declaring their ethnicity.  
 
Of the people made redundant during 2010-11, 11.48% of people were 
from a BAME group which is quite high in comparison to the 
representation of BAME groups in the workforce as a whole. As 
mentioned above the levels for redundancies are higher in directorates 
anyway, however there is a higher proportion of BAME groups made 
redundant in directorates when compared to schools. It is important 
therefore that Equality Impact Assessments are carried out to assess 
the effect of restructurings on different ethnic groups.  
 
The data also shows a higher percentage of people dismissed are from 
BAME groups, however overall numbers are relatively small.  
 
As discussed earlier in the report the overall number of staff declaring a 
disability is low at 0.86% (1.9% for directorates) so the percentage of 
dismissals involving a disabled person is quite high at 4.65% in 
comparison to the workforce, however this relates to very small 
numbers so it is difficult to draw any firm conclusions.  

 
 Leavers by Age band: 

Age Band Percentage of leavers 

16 - 24 11.05% 

25 - 34 20.53% 

35 – 44 21.15% 

45 – 54 22.76% 

55 – 64 18.10% 

65+ 6.39% 
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A large proportion of leavers are aged 16-24 with this group accounting 
for 11.05% of leavers but as identified earlier in this report only 4.78% of 
staff are in this group.  Further analysis shows that 18.67% of ended 
temporary contracts were from this age group. This suggests that more 
needs to be done to not only recruit younger workers but also to retain 
them if we want to develop employees with the skills and experience 
needed in the future. The number of leavers for the age group 45-54 is 
disproportionately low compared to the numbers in the workforce. 
However, those in the age group 45-54 are more likely to be dismissed, 
accounting for 39.53% of dismissals, however overall numbers remain 
fairly small.  
 
As previously discussed there is a much higher proportion of women 
working for Oxfordshire County Council and so the percentage of 
women resigning reflects this. However, for redundancy there is a 
higher proportion of men at 34.43% which is nearly double the 
representation of men in the workforce as a whole. The percentage of 
males being dismissed is also higher, as reflected in the disciplinary and 
capability section above that showed men were more likely to be 
subject to these processes.  

 
 
14. Conclusions and further actions 
 
 There are a number of conclusions and further actions from this report 
 to ensure that the council is meeting its obligations for the equality act.  
 

 There continues to be a large proportion of missing data which has 
increased in 2010/11 and further investigation is needed to find out 
whether people are choosing not to declare the information or whether 
there is an issue with transferring the information on to SAP to enable 
reporting. 

 

 The level of employees stating that they have a disability continues to 
remain extremely low. More work must be done to increase awareness 
of the support available to staff and guidance for managers to ensure 
that reasonable adjustments are made, the importance of taking such 
issues into account during a time of significant change becomes ever 
more important to avoid inadvertent breaches of acceptable practice.  

 

 The overall representation of BAME employees has decreased slightly 
in 2010/11 and going forward it will be important to encourage 
applications to those areas of the council that are under-represented.  

 

 Further work should be carried out to investigate the reasons for the 
lower levels of young workers employed by the council. Linked to this 
the number of apprenticeship posts should continue to be expanded 
and managers should be encouraged to create entry level posts which 
release the capacity of more senior/experienced employees whilst 
allowing younger workers the opportunity to gain experience and 
develop into roles.  
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 The wide ranging change and restructuring programmes currently being 
undertaken will continue over the coming few years and will require a 
well managed approach to diversity including completion of Equality 
Impact Assessments to ensure that under represented groups are not 
disproportionately affected in the resulting staff reductions. Statistics for 
redundancy will also need to be closely monitored. 

 

 A review should be carried out of the data we collect and ensure that 
the reasons for collecting data are communicated clearly to staff, 
especially where data is being collected for the first time i.e. regarding 
sexual orientation and religion or belief. Staff forums should be 
developed where staff surveys highlight areas of potential discrimination 
to ensure that we are engaging with staff and/or their representatives. 

 

 A full review of existing equality and diversity policies will need to be 
carried out during 2011/12 to ensure they remain at the cutting edge of 
best practice and in line with the Equality Act 2010. 

 
15. Equality Objectives 

Oxfordshire County Council will be publishing a number of equality 
objectives as part of the Equality Policy 2012 – 2017.  
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Annex 1a – Comparisons with 2001 Census Data and 2009 ONS estimates 

 
 

Comparison of the ethnic profile of County Council staff with the Census data for the population of the County of Oxfordshire 
 

 White 
% 

Mixed 
% 

Asian or B 
Asian 
% 

Black or B 
British 
% 

Chinese or 
other 
% 

Non-declared 
% 

Total numbers 

 
Census 2001 
 

 
95.1 

 
1.2 

 
1.7 

 
0.8 

 
1.1 

 
- 

 
605,488 

 
ONS estimates 2009 
 

90.5% 1.84% 3.86% 1.83% 1.95% - 640,300 

 
County Council 
employees 2005 

 
72.4 

 
0.38 

 
1.06 

 
0.82 

 
0.20 

 
25.11 

 
19,564 

 
County Council 
employees 2006 

 
 
81.1 

 
 
0.5 

 
 
1.26 

 
 
0.94 

 
 
0.31 

 
 
15.89 

 
 
20,839 

 
County Council 
employees 2007 

 
84.89 

 
0.43 

 
1.32 

 
1.0 

 
0.36 

 
11.86 

 
19,785 

 
County Council 
employees 2008 

 
 
88.96 

 
 
0.73 

 
 
1.6 

 
 
0.94 

 
 
0.41 

 
 
7.33 

 
 
21,371 

 
County Council 
employees 2009  

 
90.13 

 
0.65 

 
1.75 

 
0.9 

 
0.39 

 
6.17 

 
21,868 

 
County Council 
Employees 2010 
 

 
88.26 

 
0.7 

 
1.78 

 
1.3 

 
0.42 

 
7.9 

 
22,806 

County Council 
Employees 2011 
 

87.97 0.76 1.66 0.91 0.37 8.33 22,063 
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Annex 1b) Comparison of the ethnic profile of County Council staff (excluding non-declared staff) with the Census data for the population of the County 

of Oxfordshire 

 
 White   Mixed    Asian or A British   Black or B British  Chinese or 

other 
Totals 

 British 
01 

Irish  
02 

Other  
19 

W&B 
Caribbean 
21 

W & African 
22 

W & 
Asian 
23 

Any other 
28 

Indian 
41 

Pakistani 
42 

Bangla
deshi 
43 

Any 
other 
44 

Caribbean 
61 

African 
62 

Any 
other 
63 

Chine
se 81 

Any 
other 
85 

 

Census totals 544,572 7,525 23,947 2,132 807 2,253 1,911 4,068 4,007 1,184 1,221 2,453 2,046 503 3,849 3,010 605,488 

% 89.94 1.24 3.95 0.35 0.13 0.37 0.32 0.67 0.66 0.20 0.20 0.41 0.34 0.08 0.64 0.50  

County Council 
employees 2007 

16172 
 

154 
 

469 
 

37 
 

18 29 29 72 116 23 50 82 82 35 29 41 17438 

% 92.74 0.88 2.69 0.21 0.1 0.17 0.17 0.41 0.67 0.13 0.29 0.47 0.47 0.20 0.17 0.24  

County Council 
employees 2008 

18221 183 607 56 19 42 38 90 152 33 69 89 84 34 34 54 19805 

% 92.0 0.92 3.06 0.28 0.10 0.21 0.19 0.45 0.77 0.17 0.35 0.45 0.42 0.17 0.17 0.27  

County Council 
employees 2009 

 
18861 

 
179 

 
670 

 
44 

 
16 

 
43 

 
39 

 
101 

 
158 

 
36 

 
89 

 
89 

 
75 

 
33 

 
33 

 
53 

 
20519 

% 91.92 0.87 3.27 0.21 0.08 0.21 0.19 0.49 0.77 0.18 0.43 0.43 0.37 0.16 0.16 0.36  

County Council 
employees 2010 

19279 184 667 52 18 46 44 116 165 41 84 91 91 30 38 58 21004 

% 91.79 0.88 3.18 0.25 0.09 0.22 0.21 0.55 0.79 0.20 0.40 0.43 0.43 0.14 0.18 0.28  

County Council 
employees 2011 

18568 181 659 55 18 52 42 106 144 39 78 87 84 30 30 52 20225 

% 91.81 0.89 3.26% 0.27 0.09 0.26 0.21 0.53 0.71 0.19 0.39 0.43 0.42 0.15 0.15 0.26  

 
In summary, on 31st March 2011, excluding non-declared staff, there were 95.97% White staff which has increased slightly from last 
despite actual numbers falling. This is because overall staff numbers within the council has also fallen. The target of matching census 
2001 data of 4.9% remains elusive but with reported levels now at 4.04% BAME, this target still looks achievable. 
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Annex 2          Equal Opportunities Monitoring – 2009/2010 
 
Using the mini poll which runs on the intranet each week a series of diversity related 
questions were posed to staff as follows: 
 

Poll 1: w/c 14th December 09 - "Do you think the council treats staff less 
favourably because of their sexual orientation?" 
 

Yes, I have experienced this personally     2% (17) 
Yes, I have witnessed unfair treatment of colleagues   5% (42) 
Yes, I have experienced and witnessed this    2% (15) 
No          92% (823) 
 
There were a total of 897 votes and the number of votes and percentages can be 
seen above.  
 

Poll 2: w/c 11th January 10 - "Do you think the council treats staff less 
favourably because of their disability?" 
 

Yes, I have experienced this personally    2% (19 votes) 
Yes, I have witnessed unfair treatment of colleagues  4% (30 votes) 
Yes, I have experienced and witnessed this   2% (15 votes) 
No         92% (736 votes) 
 
There were a total of 800 votes and the number of votes and percentages can be 
seen above.  
 

Poll 3: w/c 22nd March 10 - "Do you think the council treats staff less 
favourably because of their religion or belief?" 
 

Yes, I have experienced this personally    4% (39 votes) 
Yes, I have witnessed unfair treatment of colleagues  10% (97 votes) 
Yes, I have experienced and witnessed this   2% (17 votes) 
No         84% (819 votes) 
 
There were a total of 972 votes and the number of votes and percentages can be 
seen above.         

 

Poll4: w/c 7th June 10 – “Do you think the council treats staff less favourably 
because of their ethnic origin?” 
 
Yes, I have experienced this personally    3% (27 votes) 
Yes, I have witnessed unfair treatment of colleagues  3% (24 votes) 
Yes, I have experienced and witnessed this   2% (17 votes) 
No         92% (808 votes) 
 
Total votes: 876 

 
Comment 
It is important to note that these findings are not necessarily representative of staff 
across the organisation as it tends to be those with regular intranet access who take 
part.  They are also only overall figures and cannot be broken down by directorate.   
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The polls relating to sexual orientation and disability both show that 92% of 
respondents do not feel that the Council treats staff less favourably due to these 
factors.  In terms of religion or belief 84% of staff felt that we do not treat staff less 
favourably, whilst this is a lower percentage than the previous two surveys it is still 
the majority of respondents. However, compared to the first two surveys, double the 
amount of respondents feel they have experienced unfair treatment personally (4%) 
or witnessed unfair treatment of colleagues (10%) due to religion or belief.  A further 
poll requesting feedback on ethnicity will be held shortly to see whether the higher 
scores in relation to religion and belief are reflected in this other measure. 
 

Amy Causby, Strategic HR    May 2010 
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Annex 3 Leavers 
 
 
a) Reasons for leaving by ethnicity: 
 

  Resigned Redundant Retirement Dismissal 
End of 
Temp Other 

All Leavers             

White 81.24% 81.97% 94.95% 81.40% 72.35% 83.20% 
 

BAME 5.19% 11.48% 2.64% 6.98% 5.75% 14.00% 
 

Non-declared 13.57% 6.56% 2.42% 11.63% 21.90% 2.80% 

         

Non-schools Resigned Redundant Retirement Dismissal 
End of 
Temp Other 

White 78.67% 80.39% 96.35% 73.68% 70.47% 83.72% 
 

BAME 6.52% 12.75% 3.13% 10.53% 9.40% 9.30% 
 

Non-declared 14.81% 6.86% 0.52% 15.79% 20.13% 6.98% 

         

Schools Resigned Redundant Retirement Dismissal 
End of 
Temp Other 

White 82.56% 90.00% 93.92% 87.50% 73.04% 83.09% 
 

BAME 4.51% 5.00% 2.28% 4.17% 4.41% 14.98% 
 

Non-declared 12.93% 5.00% 3.80% 8.33% 22.55% 1.93% 

 
 
 
b) Reason for leaving by Disability 

  Dismissal End of temp Other Redundancy Resignation Retirement 

Disability 4.65% 0.90% 1.60% 2.46% 0.76% 1.98% 

No disability 95.35% 98.74% 98.00% 96.72% 98.47% 97.80% 
Non 

declared 0.00% 0.36% 0.40% 0.82% 0.76% 0.22% 

As numbers are small for this category the data has not been broken down any 
further as individuals may be identified.  
 
c) Reason for leaving by Age band 

Age 
Band Resignation Redundancy Retirement Dismissal 

End of 
temp Other 

16-24 12.44% 3.28% 0.00% 6.98% 18.67% 4.80% 

25-34 25.52% 9.02% 0.22% 9.30% 18.67% 19.60% 

35-44 25.12% 14.75% 1.10% 20.93% 21.90% 19.60% 

45-54 24.48% 35.25% 3.74% 39.53% 23.52% 29.60% 

55-64 10.99% 36.07% 56.48% 20.93% 12.21% 22.80% 

65+ 1.41% 1.64% 38.46% 2.33% 5.03% 3.60% 
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d) Reason for leaving by Gender 
 
Oxfordshire County Council      

  Resignation Redundancy Retirement Dismissal 
End of 
Temp  Other 

Female 83.09% 65.57% 75.16% 67.44% 81.15% 70.80% 

Male 16.91% 34.43% 24.84% 32.56% 18.85% 29.20% 

 
Directorates only      

  Resignation Redundancy Retirement Dismissal 
End of 
Temp  Other 

Female 79.50% 61.76% 68.75% 57.89% 70.47% 65.12% 

Male 20.50% 38.24% 31.25% 42.11% 29.53% 34.88% 

       

Schools only      

  Resignation Redundancy Retirement Dismissal 
End of 
Temp  Other 

Female 84.94% 85.00% 79.85% 75.00% 85.05% 71.98% 

Male 15.06% 15.00% 20.15% 25.00% 14.95% 28.02% 

 
 
 
 
 
 
 
 
 
 


