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Gender Equality Scheme 

1. Introduction 

The Equality Act 2006 amends the Sexual Discrimination Act 1975 and outlines a 
specific duty for all public authorities to publish a gender equality scheme showing 
how they intend to meet the general and specific duties and setting its gender 
equality objectives.   

The Office of Rail Regulation’s (ORR) scheme aims to reassess the way in which we 
consider gender when carrying out our functions, and to make the promotion of 
equality of opportunity an integral part of all that we do.  

2. The gender equality duty  

The Equality Act 2006 places a statutory duty on public bodies, when carrying out 
their functions, to have due regard to the need to: 

• eliminate unlawful discrimination and harassment; and   

• promote equality of opportunity between men and women. 

This is known as the general duty and will come into effect on 6 April 2007. The 
gender equality duty also places a number of specific duties on organisations: 

• to prepare and publish a gender equality scheme; 

• in formulating its overall objectives, to consider the need to include objectives 
to address the causes of any gender pay gap; 

• to gather and use information on how its policies and practices affect gender 
equality in the workforce and in the delivery of services; 

• to consult stakeholders and take account of relevant information in order to 
determine its gender equality objectives; 

• to assess the impact of its current and proposed policies and practices on 
gender equality; 

• to implement the actions set out in its scheme within three years, unless it is 
unreasonable or impractical to do so; and 

• to report against the scheme annually and review the scheme at least every 
three years. 
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Applicants and recipients for learning and development 

This is an area that requires improvement. At present all training events are available 
to all staff (if the course is appropriate for their grade and area of work). Internal 
training events are planned so that they are accessible to a wide number of people 
(for example, all day courses do not start before 9:30 and finish no later than 4:30, 
and, in the case of mandatory training, are offered on a variety of working days). We 
will investigate any suggestions of discrimination from employees on the grounds 
that they have been denied access to learning and development. 

We intend to strengthen our approach to equality and diversity in this area and the 
proposed actions are set out at Annex A and B 

Performance management and pay 

We analyse all annual assessments of performance and the allocation of financial 
rewards in terms of race, gender and disability (as well as grade and directorate), to 
see if there are any potential diversity problems.  

We will be reviewing all our performance management and pay systems as part of 
the integration of terms and conditions following the merger of the former ORR with 
HSE Rail. A key part of the integration of pay systems will be to consider whether a 
gender pay gap exists and how this can be addressed.  

Supporting work life balance 

ORR is committed to helping staff to balance their work with their responsibilities and 
commitments outside of work. We offer a range of policies and practices that support 
alternative work patterns such as flexi time systems, part time hours, condensed 
hours and term time hours. We also offer a childcare voucher scheme, generous 
maternity, paternity and adoption leave entitlements and special leave. 

Grievance and disciplinary cases 

We aim, through good management, to achieve early resolution of any cases relating 
to grievance and disciplinary issues. This aim includes scrutiny for diversity issues 
and we will continue to improve practices and policies where possible. 

We have been mindful of equality and diversity issues when handling the grievance 
and disciplinary cases that have been investigated and progressed over the past 24 
months and are satisfied that there has been no equality bias in the cases that have 
been investigated. 

OFFICE OF RAIL REGULATION  April 2007   7



Gender Equality Scheme 

Due to our relatively small size and the very small number of grievance and 
disciplinary cases handled, diversity statistics are not currently published to protect 
anonymity. 

Leavers 

All staff that leave us are asked to undertake a voluntary exit questionnaire. They are 
able to identify their reasons for leaving and indicate areas for improvement at ORR. 
This process includes questions concerning diversity issues. 

Human resources present an annual exit report to DG in May each year. It outlines 
the themes surrounding reasons why staff leave (but continues to protect the 
anonymity of individuals). A statistical analysis is presented with this report, which 
includes a diversity breakdown of all leavers. Directors will address any trends that 
suggest that there are diversity issues culminating in staff leaving. The results of the 
report will be anonymised and published on the HR area of our intranet. 

Summary and contacts 

This scheme will be kept under regular review. For further information, please 
contact either the Head of Human Resources or Board Secretary on 020 7282 2000. 
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Annex A: Action plan - improving ORR’s 
business practices 

We have identified a number of areas that require improvement and also areas 
where new initiatives will be required to take forward our statutory duties. We will 
implement the actions identified in the next 12 months.  

We are carrying out a full measurement exercise to establish the extent to which 
equality and diversity is embedded into our culture and work practices. The results of 
this exercise may have an impact on the actions identified here. 

 

Involvement of staff Responsibility 

We will appoint an Equality & Diversity Champion at director level 
who will consider establishing a Diversity Network to represent the 
views of different groups within ORR. 

Alison Clarkson (HR) 

Assessing the impact of policies and practices  

We will develop a tool that will enable policymakers to assess 
whether there is any potential for a detrimental impact on different 
groups and how that impact can be mitigated. The tool can also be 
used to assess the impact of policies and practices on an ongoing 
basis. 

Safety & Economic 
Policy Directorate and 
Diversity Networks 

Procurement  

We will review our tender and contract monitoring processes to 
ensure they promote equality and diversity.  

Liz Corrin (Finance 
and Procurement 

Internal communications  

We will review our current procedures to ensure impact assessment 
is a part of the internal publication process. 

Sian Lewis 
(Communications 
team) 

 

OFFICE OF RAIL REGULATION  April 2007   9





 

Annex B: Action plan - improving ORR’s 
people practices 

We have identified a number of areas that require improvement. The following 
actions will be implemented in the next 12 months. 

We are carrying out a full measurement exercise to establish the extent to which 
equality and diversity is embedded into our culture and work practices. The results of 
this exercise may have an impact on the actions identified here. 
 

Staff in post Responsibility 

We will develop a new electronic personnel database to assist with the 
monitoring of equality information and will undertake an equal 
opportunities survey as part of the personal information validation 
exercise, to ensure the personal data held is comprehensive and 
current.   

Alison Clarkson 
(HR) 

We will redesign the way that our quarterly reports are presented to 
our Board, to ensure they provide details of:  

Staff In post 

Applicants for employment 

Applicants for training 

Applicants for promotions 

Staff receiving training 

Performance assessment results 

Leavers 

broken down by gender, ethnicity and disability (where such 
information is available). 

These reports will be placed on the intranet and the HR section of our 
website once they have been presented to our Board. 

Alison Clarkson 
(HR) and Keith 
Atkinson (HR) 

All staff will receive briefing on diversity issues ensuring they are 
aware of their responsibilities and obligations when undertaking their 
day-to-day tasks in line with our statutory functions, and in their 
interaction with internal and external stakeholders.  

Keith Atkinson (HR) 
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Applicants for employment  

We will introduce a new electronic recruitment database to assist with 
the monitoring of recruitment information at all stages of the 
recruitment process.     

Alison Clarkson 
(HR) 

We will improve our analysis of recruitment data to see whether any 
sections of society might have been excluded based on the response 
rate – and we will remove any identified barriers to diverse 
recruitment. 

Alison Clarkson 
(HR) 

We will develop a recruitment strategy for the new organisation - 
ensuring that the recruitment policies, practices and documentation 
continue to promote equality of opportunity at all stages. 

Alison Clarkson 
(HR) 

Applicants for promotions  

We will improve our analysis of the equal opportunities data of internal 
candidates to ensure equality of opportunity has been provided to all 
candidates. 

Alison Clarkson 
(HR) 

Pay  

Addressing any gender pay gap will be a key part of the process for 
developing a single pay system.   

David Chapman 
(HR) 

Applicants and recipients for learning and development  

We will ensure that all external providers of training and development 
activities are committed to equalising opportunity by including a 
diversity clause in the service contract in line with government 
procurement guidelines. 

Keith Atkinson (HR) 

We will introduce a new electronic training database to assist with the 
monitoring of training information.     

Sarah Denneny 
(HR) 

We will produce an annual training report, which will be presented to 
DG. The report will outline all of the training activities and staff 
involvement for the past year and consider whether there are any 
anomalies or changes that need to be made. The report will be 
published on our Intranet. 

Keith Atkinson (HR) 

We will continue to encourage and facilitate learning of every type to 
ensure that all staff are developed. This may include non-work related 
learning if we identify trends that suggest one or more groups of staff 
are not applying for training due to cultural issues. 

Keith Atkinson (HR) 
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Grievance and disciplinary cases  

We will produce a report in January each year, summarising the 
previous two year’s grievances and disciplinary action, and present 
this report to DG outlining the key issues arising. The report will only 
include a statistical analysis of diversity if individual anonymity cannot 
be protected. The report will be published on our Intranet.   

Alison Clarkson 
(HR) 

Leavers  

We will review our exit questionnaire to ensure we are asking the right 
questions about equality and diversity in ORR.  

Alison Clarkson 
(HR) 

The results of the annual exit reports will be anonymised and placed 
on the Intranet. 

Alison Clarkson 
(HR) 

Assessing the impact of policies and processes  

We will develop a measurement tool that we can use to assess the 
impact of policies and processes on an ongoing basis.  

Alison Clarkson 
(HR) 

Further information 

For more information on this action plan, please contact David Chapman: 

Email:  David.Chapman@orr.gsi.gov.uk

Tel:    020 7282 2000 
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