SCHEDULE 17

EQUALITY, DIVERSITY AND INCLUSION

1. For the purposes of this Schedule, unless the context indicates otherwise, the
following expressions has the following meanings:

“EDI Action Plan” means the strategic equality diversity and
inclusion action plan as per the template
attached as Appendix 2 and updated during
the Contract Term.

“Minimum Records” means all information relating to the
Contractor's performance of and compliance
with Clause 2.1 and the adoption and
implementation of an EDI Action Plan, by
each Subcontractor and, where applicable,
subject to the provisions of Clause 2.1,
Indirect Subcontractor of the Contractor.

2. Equality, Diversity and Inclusion (“EDI”)
2.1 EDI Action Plan

2.1.1 For the duration of the Contract, the Contractor complies with the agreed
EDI Action Plan and procures that each of its Subcontractors:

2.1.1.1 adopts and implements; and

2.1.1.2 in respect of Indirect Subcontractors uses reasonable
endeavours to procure that those Indirect Subcontractors adopt
and implement an EDI Action Plan in respect of their respective
employees engaged in the performance of the contract which
is at least as extensive in scope as that agreed with the Client
and set out in the EDI Action Plan.

2.2  Monitoring and Reporting

2.2.1 Subject to Clause 2.2.2, the Contractor uses reasonable endeavours to
provide the Client on the Contract Commencement Date and
subsequently every 12 months from the date or such other frequency as
the Client may reasonably request of this Contract with the following
information:

2.2.1.1 an annual report on performance and compliance with the
equality, diversity and inclusion provisions as set out in Clause
2.1. The annual report should set out:

(i) the performance of the Contractor over the past 12 months in
relation to the EDI Action Plan;
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(i) employee breakdown: the proportion of the Contractor’s
employees engaged in the performance of the Contract to the
extent reasonably possible, the employees of its
Subcontractors or Indirect Subcontractors engaged pursuant
to the terms of the relevant subcontracts in the performance
of the Contract who are:

e of non-white British origin or who classify themselves as
being non-white British;

o female;

¢ from the local community;

e disabled;

(iii)  expenditure breakdown: a statement broken down by activity
and material type of how they have used and how much has
been spent with:

¢ Small and Medium Enterprises;

e Black, Asian and Minority Ethnic businesses; suppliers
from other under-represented or protected groups;

e suppliers demonstrating a diverse workforce composition;

(iv)  the Contractor’'s annual EDI Action Plan containing actions
which:

e support the equality and diversity requirement within this
Schedule;

e have realistic target dates assigned and be challenging but
achievable;

e have been presented to and agreed by the Client before
the Contract Commencement Date or during the month
preceding the next anniversary of the Contract
Commencement Date;

¢ will include progress and approval (where due) of actions
monitored via a four weekly (or as otherwise agreed)
progress meeting with the Client. The Contractor provides
a written update prior to the progress meetings and should
request additional meetings (if necessary) with the Client to
discuss progress or seek sign-off for completed actions.

2.2.2 The Contractor ensures at all times that it complies with the requirements
of the Data Protection Act 2018 in the collection and reporting of the
information to the Client pursuant to clause 2.2.1.

2.3 EDI Audit
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2.3.1 The Client may from time to time undertake any audit or check of any
and all information regarding the Contractor's compliance with the
provisions of this Schedule in accordance with Schedule 15 (Audit and
Surveillance Regime).

Page 3 of 10



APPENDIX 1 TO SCHEDULE 17
Equality, Diversity and Inclusion Definitions

General Equality, Diversity and Inclusion Definitions

1. Black Asian and Minority Ethnic (BAME) Groups

This term refers to all ethnic groups who have a common experience of discrimination
based on their skin colour or ethnic origin. Individuals may self-identify in different
ways but BAME is the collective term used by the Client to describe people who may
have this range of experiences.

2. Young adults — generally defined as ages 16 — 24, whether in education or
employment.

Children and young people can be further subdivided into:

(i) Young children — those that use the transport network escorted by
parents or carers.

(i)  School children — those, usually at secondary school, that use the
transport network independently or with members of their peer group.

3. Disability

The Equality Act 2010 defines disability as physical or mental impairment that has a
‘substantial’ and ‘long-term’ negative effect on a person’s ability to do normal daily
activities. The social model of disability defines disability as the effect of the barriers,
discrimination and disadvantages faced by disabled people, not the impact of their
specific impairment.

The Client supports the social model of disability which means we focus more on
identifying the barriers faced by disabled people and not their impairments.

4. Diversity

Diversity is about recognising, respecting and valuing a wide set of differences and
understanding that the opportunities we get are impacted by characteristics beyond
those protected by legislation like class, family background, political views, union
membership etc.

5. Equality

Equality is about recognising and respecting differences, including different needs, to
ensure that everyone: can live their lives free from discrimination, knows their rights
will be protected, and has what they need to succeed in life. It is about ensuring
equality of opportunity by tackling the barriers that some groups face, and making
London fairer by narrowing the social and economic divides that separate people. The
characteristics protected by equality legislation are age, disability, gender, gender
reassignment, ethnicity, pregnancy and maternity, religion and/or belief and sexual
orientation.
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6. Equality Impact Assessments (EqlA)

As a public body the Client needs to respond positively to the Public Sector Equality
Duty (PSED). This part of the Equality Act 2010 requires public bodies and
organisations that carry out public functions' to consider everyone’s needs when doing
so. An Equality Impact Assessment (EqlA) is a tool used to demonstrate that we have
met the PSED duties within the Equality Act 2010. Like a risk assessment process, an
EqlA is a process that helps us to make more inclusive decisions and to make sure
that our programmes, policies, projects and the way we design build and operate
services works well for our staff and our customers.

7. Ethnicity

An individual’s identification with a group sharing any or all of the following: nationality,
lifestyles, religion, customs and language.

8. Gender

The social differences between women and men that have been learned are
changeable over time and have wide variations both within and between cultures. The
term is often used to differentiate from ’sex’ a term referring to biological differences.
It is important to note that some people considered themselves to be gender fluid
(someone whose sense of their gender may vary) or gender non-binary (someone who
does not wish to be defined as male or female).

9. Gay

This term is preferable when referring to gay men or women. The word ‘homosexual’
(implying a condition or illness) can be seen as an offensive term by gay people. The
word ‘gay’ is normally attributed to men. However at times it can be used as an all-
encompassing term for gay men, lesbians and bisexual people.

10. Inclusion

Means removing barriers and taking steps to create equality, harness diversity and
produce safe, welcoming communities and cultures that encourage innovative and
fresh ways of thinking and allow people to speak up, especially to suggest where
things could be done better.

11.  Inclusive Design

Inclusive Design creates environments which everyone can use to access and benefit
from the full range of opportunities available; confidently, independently, with choice
and dignity, which avoids separation or segregation and is made up of places and
spaces that acknowledge diversity and difference, meeting the needs of everyone in
society.

" Our functions include everything we are required to do plus everything we are allowed to do e.g. policy
decisions, budgetary decisions, public appointments, service provision, statutory discretion, individual decisions,
employing staff and procurement of goods or services.
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12.  Minority-led businesses

Are businesses where over 51% of the senior management team or its owners are
from a minority ethnic community.

13. Paygap

Is the difference between the average pay of two different groups of people, for
example men and women, or groups from different ethnic backgrounds.

14. Sexual Orientation

A person’s emotional, physical and/or sexual attraction, and the expression of that
attraction.

15.  Supplier Diversity

For the purposes of the Client’s Equality, Diversity and Inclusion Programme, diverse
suppliers are from one of the following five categories:

15.1 Small and Medium Enterprises (SMEs).

A small enterprise is a business which has both 0-49 full-time equivalent
employees and either;

e Turnover per annum of no more than £5.6 million net (or £6.72
million gross) in the last financial year; or

e Balance sheet total of no more than £2.8 million net (£3.36 million
gross).

A medium enterprise is a business which has both 50-249 full-time
equivalent employees and either;

e Turnover per annum of no more than £22.8 million net (or £27.36
million gross) in the last financial year; or

e Balance sheet total of no more than £11.4 million net (or £13.68
million gross).

15.2 A minority-led business is a business which is 51% or more owned by
members of one or more BAME groups. Minority ethnic groups are all
people including those who have classified themselves as members of
ethnic groups other than ‘white British’. The minority ethnic classification
groups used by the Client for monitoring purposes are those taken from

the census:
Ethnic group Racial Origin
White British Irish
Any other White background
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15.3

15.4

15.5

15.6

Mixed White & Black Caribbean
White & Black African

White & Asian

Any other Mixed background
Asian or Asian British Indian

Pakistani

Bangladeshi

Any other Asian background
Black or Black British Caribbean

African

Any other Black background
Chinese or other Ethnic Group | Chinese

Any other ethnic group

A supplier from an under-represented group which is 51% or more owned
by members of one or more of the following groups (where not covered by
previous definitions):

e Women

e Disabled people

e Lesbians, gay men, bisexual

e Trans people

e Older people (aged 60 or over)

e Younger people (aged 24 or under)

A supplier from a protected group is one which is 51% or more owned by
members of a group for which protection is provided by anti-discriminatory
legislation and which is not already covered by the above (such as
religious, faith or belief groups or alternatively, ownership by a social
enterprise or a voluntary/community organisation).

Suppliers demonstrating a diverse workforce composition are those with
full time equivalent employees in the supplier's workforce who may be
from one or more minority ethnic groups, and/or under-represented
groups and/or protected groups as listed above.

Trans or transgender

Is the current terminology for people who do not want to live as the sex
they were assigned at birth. Trans man (someone assigned as female at
birth and wants to be accepted as male), trans female (someone assigned
male at birth and wants to be accepted as female), The Equality Act 2010
uses the term gender reassignment, in terms of providing protection for
discrimination, harassment and victimisation for those who are
considering, are currently or plan to reassign their gender.
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APPENDIX 2 TO SCHEDULE 17

Equality, Diversity and Inclusion (EDI) Action Plan Template

The Client’s approach to EDI is founded upon Inclusive London, the Mayor’s Equality,
Diversity and Inclusion Strategy which can be found at:
https://www.london.gov.uk/sites/default/files/mayors-equality-diversity-inclusion-
strategy.pdf. This sets out his vision for a fairer, more equal, integrated city where all
people feel welcome and able to fulfil their potential.

The GLA RPP sets out how the Client will encourage EDI by:

e Removing barriers in procurement approaches and processes that inhibit
Small to Medium Enterprises (SMEs), community sector organisations,
diverse enterprises and under-represented groups from easily entering the
supply chain. The Client's procurement processes will be transparent,
straightforward, and open to the whole of the supplier community;

e Paying suppliers promptly and paying SME suppliers within ten (10)
Business Days, in recognition of their specific challenge around cash flow,
and encouraging our supply chain to adopt supportive practices;

e Reviewing requirements to ensure the goods and services procured
support EDI within the Client’'s own workforce and supply chain;

¢ Identifying opportunities to encourage suppliers to employ a workforce that
is representative of the diversity of London’s population and provide
services that are inclusive;

e Working with organisations (and their supply chains) that have a good track
record and can clearly demonstrate promoting EDI within their own
organisations; and

e Maximising relevant opportunities to work with voluntary and community
sector organisations including social enterprises in supply and service
delivery.

Within sixty (60) Business Days of the Contract Commencement Date, the Contractor
produces and submits to the Contract Manager for acceptance an Equality, Diversity
and Inclusion (EDI) Action Plan.

The EDI Action Plan is specific to the Contract and as a minimum:

(@) explains the steps that the Contractor will take to tackle discrimination,
harassment and victimisation on grounds of age, disability, gender
reassignment, marriage and civil partnership, pregnancy and maternity, race,
religion and belief, sex and sexual orientation;

(b) outlines the recruitment policies and procedures to ensure that the Contractor
does not discriminate or create unequal rates of pay between different
protected groups, particularly in relation to disability, ethnicity and gender;

(c) details the steps the Contractor will take to publicise vacancies to encourage
applicants from disadvantaged or underrepresented groups and have
measures in place to proactively recruit a diverse workforce including at a
senior level;

(d) demonstrates how the Contractor is actively engaging with local employment
agencies and local unemployment programmes so that, as vacancies arise in
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respect of providing the Contract, local people, particularly from groups who are
underrepresented in the workforce, are made aware of these opportunities; and

(e) details the procedures for creating safe and inclusive workplaces including
ways to deal with bullying, harassment and grievances, requests for reasonable
adjustments / flexible working and staff assigned to deal with issues of this
nature and a robust mechanism for implementation.

The EDI Action Plan includes the following with respect to training:
(a) details of which staff are to receive training and what the nature of the particular
training will be;

(b) clear guidance for managers on how to avoid discrimination, harassment and
victimisation;

(c) clear guidance for managers on how to promote EDI within recruitment, training
and appraisal;

(d) appropriate training on delivering inclusive products and services is available
to all relevant employees; and

(e) indicates the types and levels of training, evaluation processes, and how impact
will be monitored.

Below is a template for EDI Action Plans, with some example EDI objectives. The
Contractor develops their own format which is relevant to the Contract, but with
consideration of the below template.

EDI Objective Current Action Timing Person Resources
position/ responsible
baseline

Recruitand retain a From

workforce reflective of | workforce

the local area diversity
statistics

Move all staff onto
London Living Wage
Collectand analyses
diversity data
Reduce gender pay
gap

Inclusive recruitment
training for hiring
managers

Managing diversity for
all line managers/
supervisors
Inclusive customer
service for all public
facing staff

Key policy documents such as an EDI policy should be appended to the EDI Action
Plan.

The Contractor uses the below resources in order to help develop their EDI Action
Plan.
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Mayor’'s Good Work
Standard

https ://www.london.gov.uk/what-we-do/business-
and-economy/supporting-business/whatmayors-
good-work-standard

E quality and Human
Rights Commission

https ://www.equalityhumanrights.com/sites /default/fil
es/good equality practice for employers equality
policies equality training and monitoring.pdf

Stonewall

https ://www.stonewall.org.uk/creating-inclusive-
workplaces/best-practice-toolkits-and-resources

Chartered Institute of
Personnel and
Development

https ://www.cipd.co.uk/knowledge/fundamentals /rela

tions /diversity

Inclusive E mployers

https ://www.inclusiveemployers.co.uk/resources

Business in the
Community

https ://www.bitc.org.uk/campaigns-
programmes/employment-diversity/Diversitylnclusion

E mployers for Carers

https ://www.employersforcarers.org/

Disability Rights UK

https ://www.dis abilityrightsuk.org/

The Contractor reviews and, if necessary, revise the EDI Action Plan annually on the
date of the first accepted plan and submit the revised plan to the Contract Manager

for acceptance.
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