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I am very pleased to introduce Historic Royal Palaces’ Single Equality Scheme. As an 
independent charity that looks after the Tower of London, Hampton Court Palace, the 
Banqueting House, Kensington Palace and Kew Palace, we help everyone explore the story of 
how monarchs and people have shaped society in some of the greatest palaces ever built.  

At the heart of our Cause is the challenge to help everyone. That means we are continually 
looking for ways to promote equality/diversity and to avoid discrimination in everything we do 
– in the visitors we attract, the staff we employ, and the services we provide. As a public 
corporation, we also have a legal responsibility to promote diversity and avoid discrimination. 

Diversity has been a central part of our thinking for a number of years. We have already 
made some progress and achieved some successes. But we need to do more to ensure 
that diversity is an intrinsic part of our planning, ambitions and everyday working life.  

We have therefore produced this Single Equality Scheme, which sets out the actions that we 
will take over the next three years under four diversity objectives – ownership for everyone; 
open for everyone; opportunity for everyone; work for everyone.  

By delivering these actions, we will be helping everyone to explore our Palaces and their 
stories.  

At all levels across the organisation, we are constantly looking for ways to improve and learn. 
Therefore, if you have any comments on our Scheme or ideas on how it can be improved, we 
would be very pleased to hear from you. Please email our HR Director – 
graham.josephs@hrp.org.uk.  

Michael Day 

Chief Executive  



 

Equality, diversity and making history  

This is the first Single Equality Scheme Historic 
Royal Palaces has developed. It describes how 
we’re going to promote equality of opportunity 
and avoid discrimination across our 
organisation. It shows how we want to promote 
equality and diversity in everything we do.  

This will not only fulfil our statutory duties as an 
employer, but also help us to achieve the overall 
Cause of our organisation. That Cause is ‘to help 
everyone explore the story of how monarchs and 
people have shaped society, in some of the 
greatest palaces ever built.’  

The Scheme’s action plan will initially cover the 
period from 2008 to 2011. It will see us produce 
an effective equality scheme that covers race, 
disability and gender, with the incorporation of 
our existing disability equality scheme.  

We want to find common ground between these 
three areas to create a consistent approach. At 
the same time, we will ensure that the distinctive 
needs and duties associated with each are 
covered.  

In addition, the Single Equality Scheme will take 
account of employment equality regulations 
relating to religion or belief, sexual orientation and 
age, as well as other relevant legislation. Although 
the requirements of these regulations are more 
limited, we want to make sure they’re included 
and addressed wherever it’s practical.  

Pages 5 and 6 list our general duties in respect of 
race, disability and gender equality and the action 
plan that follows shows the steps we will take to 
fulfil these. You’ll also find a list of relevant 
legislation in Appendix B. 

What we aim to achieve  

We want our new Single Equality Scheme to 
show that we’re committed to promoting equality 
and diversity. What’s more, we want to 
demonstrate how this commitment relates directly 
to priorities, strategies and targets across our 
business.  

It’s our goal to make the best use of our systems 
to ensure equality and diversity is integrated into 
all aspects of our work. It’s also important to us 
that everyone who works with us has a clear 
understanding of what we’re asking of them in 
terms of equality and diversity – so that we can 
avoid any duplication or confusion.  

Not least, we aim to show how we will meet our 
statutory duties to everyone who has or will have 
contact with our organisation: visitors, employees, 
service providers and other stakeholders.  



 
 

 

 

Diversity and our Performance 
Framework  

In January 2005, we launched a project to define 
and shape the future of Historic Royal Palaces. 
People working across our different palaces and 
departments at every level took part.  

One element of this project was to identify and 
describe the qualities and behaviours that are 
expected from all of us, if we are to deliver our 
Cause and strategy. The end result was our 
Performance Framework.  

The Performance Framework is made up of 
eight performance ‘qualities’. These are 
organised under four performance 
cornerstones:  

Putting the customer first by:  

• Delighting the customer  

Doing it well by:  

• Planning for success  
• Owning the issue, getting it done  
• Having the courage to try new things.  

Knowing our stuff by: 

• Developing our expertise  
• Knowing our organisation.  

Working together by:  

• Working as one team, one HRP  
• Supporting others to succeed  

We will be amending the qualities within this 
framework to include appropriate diversity/ 
equality behaviours, ensuring that diversity and 
equality is part of everyone’s job.  



 

About us  

Historic Royal Palaces is the independent charity 
that looks after the Tower of London, Hampton 
Court Palace, the Banqueting House, Kensington 
Palace and Kew Palace. Our Cause is to help 
everyone explore the story of how monarchs and 
people have shaped society, in some of the 
greatest palaces ever built.  

We receive no funding from the Government or 
the Crown, so we depend on the support of our 
visitors, members, donors, volunteers and 
sponsors. The palaces are owned by The Queen, 
on behalf of the nation and we manage them for 
the Secretary of State for Culture, Media and 
Sport.  

Historic Royal Palaces is supervised by a board of 
trustees, all of whom are non executive. The Chief 
Executive is responsible to the board of trustees. 

Our principles  

We’re guided by four principles:  

Guardianship  

We exist for tomorrow, not just for yesterday. Our 
job is to give these palaces a future as valuable 
as their past. We know how precious they and 
their contents are and we aim to conserve them 
to the standard they deserve.  

Discovery  

We explain the bigger picture and then 
encourage people to make their own 
discoveries; in particular, to find links with their 
own lives and the world today.  

Showmanship 

We do everything with panache. Palaces 
have always been places of spectacle, 
beauty, majesty and pageantry. We are proud 
to continue that tradition.  

Independence 

We have a unique task, and our own point of 
view. We challenge ourselves to find new ways to 
do our work. We are an independent charity and 
are keen to welcome everyone who can support 
our Cause.  

Through these principles, we will keep these 
palaces alive, so that more and more people can 
explore their story.  



 
 

 

About equality duties  

In developing our Single Equality Scheme, we 
have used the guidelines and framework of the 
three equality duties for disability, race and 
gender as set out below.  

To eliminate unlawful discrimination and promote 
equality, the government has introduced ‘equality 
duties’ for all public sector institutions. The first of 
these was the race equality duty, introduced in 
2001. This was followed by the introduction of the 
disability equality duty in 2006, and the gender 
equality duty in April 2007.  

Our Scheme shows what we’re doing to meet 
these duties and how we can bring equality to 
other areas, including religion or belief, age and 
sexual orientation. This equality legislation is 
divided into two sets of duties. There are general 
duties which apply to all public authorities, and 
specific duties which apply to specific 
organisations. Even though the specific duties 
around race do not apply to HRP, we have taken 
the decision to follow the specific guidelines to 
ensure that we have a truly inclusive Single 
Equality Scheme.  

A general duty outlines how we need to make 
sure equality is incorporated into all our 
processes and policies. This applies to public 
authorities, who are legally required to have 
‘due regard’ specifically to race, gender and 
disability equality.  

We want to maintain good practice through the 
application of the general duty, not only in race, 
gender and disability equality but, also across all 
areas of equality.  

Race equality duties  

The general duty requires that we:  

• Eliminate unlawful discrimination  
• Promote equality of opportunity between 
persons of different communities  
•  •  Promote good relations between persons 
of different racial communities.  
 
We are also bound by a specific duty to monitor 
ethnicity in relation to the following categories:  
• The staff we already have working for us 
• Applications received for employment, 
training and promotion  
• Staff who receive training  
• Grievance activity  
• Disciplinary action  
• Termination of employment  

Disability equality duties  

The general duty says that we must have due 
regard in:  

• Eliminating unlawful discrimination  
• Eliminating harassment based on 
disability  
• Promoting positive attitudes towards 
disabled persons  
• Promoting equality of opportunity  
• Encouraging disabled people to 
participate in public life  
• Making every effort to meet the needs of 
disabled people, even if this requires more 
favourable treatment  



 
 
 

 

Most public bodies are covered by the 
specific duty and are required to:  

• Publish a disability equality scheme  
• Involve disabled people in producing the 
scheme and action plan  
• Show what actions are taken in the scheme, 
and what appropriate outcomes are achieved  
• Report on progress and revise the scheme  

Public bodies have a legal duty to ensure disabled 
people are actively involved in the scheme, so that 
it clearly reflects the needs of the disabled 
community. It’s recognised that working with 
representative groups of disabled people is key to 
improving services.  

We should be able to continually measure our 
success against our disability equality scheme. 
We must ensure that we have an action plan in 
place to reflect the progress we have made and 
the changes that have been implemented.  

Gender equality duties  

The general duty says that we must 
work to:  

• Eliminate unlawful sex discrimination  
• Promote equality of opportunity between 
men and women  

Specific duties say that we need to: 

• Publish a gender equality scheme  
• Consult stakeholders in determining the 
objectives of the scheme  
• Consider the need to include objectives 
aimed at tackling the causes of any gender pay 
gap  
• Assess the impact of current and 
proposed policies and practices on gender 
equality  
• Implement action points of the scheme 
and report against progress annually  
• Review the entire scheme every three 
years  

For a more detailed description of these 
equality duties, please see Appendix B. 



 

 

To make sure our people are constantly supported 
and that our customers’ experience is continually 
improved, we’re committed to developing this 
Equality Scheme. The following section shows just 
a few of the improvements we’ve already made 
and some new initiatives that we’ve put in place. 
However, the story doesn’t stop here. To make 
sure we’re going in the right direction, we’ve also 
taken advice from staff, stakeholders, community 
groups and our peers.  

Examples of good practice  

Over the last decade we’ve made some 
progress with our diversity agenda. This 
includes:  

• Recruiting the first female Yeoman Warder  
• Increasing the number of women Warders  
• Increasing the languages spoken by Warders  
• Increasing the number of staff from ethnic 
minority backgrounds  
• Establishing disability forums  
• Introducing an outreach team  
• Increasing the number of women into technical 
roles  
• Recruiting younger people into frontline roles 
across the organisation  

The following examples of good practice also 
show how we’re moving forward:  

Improving accessibility 

By appointing local people with disabilities to work 
alongside our project teams, we’ve increased an 
understanding of their needs and a knowledge of 
best practice. Thanks to this ‘access forum’, there 
is now increased accessibility and take-up of 
specialist services at Kew Palace, Hampton Court 
and the Tower of London.  

A panel currently set up to address access to The 
Tower of London will also deal with accessibility 
issues at the Banqueting House. At Kensington, a 
similar process is now underway.  

Improving links with the local community 

Based on the success of our ‘access forum’, we’ve 
started to build strong relationships with 
individuals/organisations from our local 
communities. We have involved these ‘community 
ambassadors’ because of their expertise within 
their sector and their ability to get results. We’re 
looking to them to offer us advice on and help us 
build community partnerships.  

The Causeway Centre is part of the Social 
Services department of The Royal Borough of 
Kingston. This centre offers adults with physical 
and learning difficulties a place to develop basic 
skills to help find paid employment. We are 
currently leasing some buildings and land to this 
centre at the Stud Nursery in Home Park, where 
gardening and basic carpentry are carried out. 
The Causeway sells its produce through stalls at 
farmers’ markets other similar outlets.  



 

 

 

Widening access to our employment 
opportunities 

Throughout Historic Royal Palaces, we have a 
range of student and interim placement 
programmes. These programmes enable us to 
engage with young people from our local 
communities, who are from a wide range of 
different backgrounds and cultures. The 
programmes also build awareness of HRP as an 
employer of choice.  

Our programme includes:  

• Work experience placements: during 2007/8 we 
provided 36 students from 27 different institutions with 
work experience placements. Many different parts of the 
organisation have been involved including our Gardens 
and Estates, Curators and State Apartment Warders.  
• Internships: during 2007/8 we had five interns 
from four universities. Four were based in our 
Conservation and Collections Care department as part 
of a structured internship allowing them to work on 
projects which form part of their Masters. In addition we 
had one internship in the Gardens; an annual placement 
opportunity with a French horticultural school.  
• Bursary schemes: for example we have a full 
time member of staff in our Gardens department 
studying for a BTEC National Diploma in Horticulture, 
who is being paid for by a donation from the ERANDA 
Foundation. We will also shortly be offering a training 
placement via the Historic and Botanic Gardens Bursary 
Scheme.  

In addition, we have recently set up a ‘Working for 
Life’ programme to provide assistance to young 
people living in the London Borough of Tower 
Hamlets (LBTH) in finding employment, improving 
their skills and making a lasting impact on their 
lives.  

The aim of this programme is to provide job-
seeker training, work experience and 
apprenticeships to unemployed young people 
from LBTH through partnerships with many 
organisations already engaged in this area.  

The LBTH is recognised as one of the most 
deprived areas in the UK. Over 36% of its 
population is Bangladeshi and 8% Afro-
Caribbean (2001 UK Census figures) with 40% 
of its under 25 year olds registered as 
unemployed.  

Partners in ‘Working for Life’ are:  

• East London Business Alliance (ELBA)  
• London Borough of Tower Hamlets 
Skillsmatch  
• Building Crafts College (BCC)  
• London Borough of Tower Hamlets 
Children Service  
• Tower Hamlets College  
• Construction Youth Trust  
• London Youth Trust (LYT) 



 

The ‘Working for Life’ programme includes the 
following activities:  

Jobseeker training. 9,000 people in LBTH are 
registered as in receipt of Jobseeker’s Allowance. 
One of the ways of getting them into work is to 
prepare them by means of one day jobseeker 
courses covering what work is like, CV writing, 
applying for a job, interview techniques etc. In 
conjunction with ELBA, the Tower has begun 
running a series of one day courses with 
unemployed young people from LBTH. In addition 
to the employability training each young person 
has been matched with their own mentor from the 
Tower, who will provide them with individual 
support as they seek jobs and then settle into the 
world of work. So far 12 members of Tower staff 
have been trained as mentors by ELBA. One of 
the seven participants has successfully found 
employment as a result of taking part in the 
programme.  

Earn as you learn. This scheme gives candidates 
a two week course at Skillsmatch culminating in 
the award of a Pitman bronze certificate. Upon 
completion of this course, candidates are then 
given eight weeks’ work experience in a number of 
different departments within the Tower. 
Participants are paid an allowance by Skillsmatch 
during this period.  

Other transitional employment programmes. 
We are also working with Skillsmatch to set up two 
other programmes. Skills Ladder is a programme 
aimed at first jobbers where Skillsmatch will 
provide a four week Pitman bronze certificate, and 
HRP will provide a six week placement. Graduate 
Scheme is a 16 week placement for recent 
graduates who lack work experience in their field. 

Craft apprenticeships. With the Building Crafts 
College (BCC) and London Youth Trust (LYT) we 
will be offering three places on the Heritage 
Construction Trades Apprenticeship programme 
beginning in September 2008. These are for an 
initial two year apprenticeship which will provide 
the participants with NVQ level 2, with the option 
of a third year which will provide them with NVQ 
level 3. Selection of these apprentices will be 
undertaken jointly by HRP, LYT and BCC and will 
take place over the next two-three months. The 
training will consist of academic sessions at BCC 
interspersed with periods of practical experience at 
the Tower. This practical experience will be 
provided in conjunction with the maintenance 
contractors at the Tower – Sykes (building work), 
EV Bullen (electrical work), Carrek (Stonework) 
and Norlands (M&E work). During the 
apprenticeship the apprentices will be paid by LYT 
in accordance with the industry pay rates, these 
salaries being funded by an external funder. An 
anonymous donor has undertaken to fund three 
apprenticeships for three years to start the 
programme in September 2008.  

Foundation degree. With the BCC we will be 
providing a place on the Heritage Buildings 
Construction Foundation Degree course for one 
young person from LBTH. This course will be for 
two years at BCC followed by a third year at 
Kingston University. This degree will involve the 
student in academic sessions at BCC and on-site 
work experience at the Tower, again provided by 
the Tower contractors. It is envisaged that the 
White Tower project will provide the bulk of this 
experience, although other HRP projects may well 
be involved. The design of this degree has 
involved BCC and HRP’s SoFD staff.  



 

Developing a supportive 
environment for our staff  

At HRP there are a raft of policies, which have 
been put into place to ensure that staff are 
supported and that they understand their 
responsibilities as employees, These policies 
include the following:  

Maternity policy 

This is intended to support pregnant employees at 
work and during their maternity leave. It ensures 
that the terms and conditions relating to these 
employees are fair and equitable. Additionally, it 
ensures that the organisation complies with the 
requirements of current legislation.  

Leave of absence 

This details the eligibility, requirements, 
entitlements and associated procedures relating 
to a range of circumstances, which may allow or 
necessitate an employee to take additional leave 
for parental or family reasons, or in extenuating 
personal or domestic circumstances.  

Disabled persons 

This provides details and clarification of our 
policy towards job applicants and employees who 
have a disability, or who have had a disability in 
the past. It complies with the requirements of the 
Disability Discrimination Act, 1995.  

Security of employment 

This policy ensures fair and equitable practice in 
situations where it is necessary to discontinue 
jobs or where there may be a need to reduce staff 
levels in certain areas of the business through 
technological or organisational change, or 
through market or economic pressures.  

Equal opportunities 

It’s our policy to promote equal treatment for all 
employees or potential employees irrespective of 
race, creed, colour, nationality, ethnic origin, age, 
religion or similar belief, gender, gender 
reassignment, sexual orientation, marital status, 
connections with a national minority, property, birth 
or other status, family connections, membership or 
non membership of a trade union or disability; and 
that this is managed in such a way that the 
organisation complies with and goes beyond the 
equal opportunities legislation and codes of 
practice.  

Adoption leave 

This policy is intended to support those 
employees considering becoming an adoptive 
parent and who intend to take the role of either the 
adopter or the ‘other parent’ of the adopted child, 
whether the child is from within Great Britain or is 
coming from overseas. It ensures that the terms 
and conditions relating to these employees are fair 
and equitable. Additionally, it ensures that the 
organisation complies with the requirements of 
current legislation.  

Induction and probation 

This policy ensures that all new employees are 
helped to integrate into Historic Royal Palaces by 
providing them with appropriate training, 
guidance, information, support – plus an objective 
and fair probation process.  

Flexible working policy 

This provides a framework within which we can 
provide flexibility regarding working hours and 
arrangements for employees with parental or 
caring responsibilities. It describes the 
procedures to be used in requesting flexible 
working arrangements and details employees’ 
rights and responsibilities in this regard.  



 

 

 

Involvement and consultation  

In creating this scheme, we have carried out an 
extensive consultation exercise with our staff and 
external stakeholders. We also value the 
importance of trade unions and will continue to 
work with them to reach more and more 
employees.  

Our aims  

The aims of our involvement and 
consultation process were to:  

• Introduce people to the purpose of a Single 
Equality Scheme  
• Provide them with basic information about our 
duties under diversity legislation  
• Enable people to talk about their experience of 
diversity within HRP  
• Help them to tell us how we can improve  
• Produce an audit of good practice and those 
areas for improvement  

The process 

A comprehensive programme of activities was 
arranged to ensure directors, managers, staff 
members and external stakeholders were involved
in the scheme.  

The initial stage of this process included a 
presentation to our Executive Board. This outlined 
the intent of the Scheme and helped ensure that 
people at the highest level understood, backed 
and felt ownership to achieve buy in and 
ownership at the highest level.  

We held a series of workshops and meetings with 
members of staff from across the organisation. 
These included:  

• Executive Directors  
• Senior Managers  
• Managers  
• Outreach Team Members  
• Staff  

In addition, we held workshops with black and 
minority ethnic groups; employees were invited to 
two workshops held at Hampton Court and The 
Tower of London.  

In total, 110 members of staff have contributed 
to the creation of this scheme.  



 
 
 

 

Staff consultation process 

During the consultation process, we took the 
opportunity to conduct an audit of good practice 
and to identify areas for improvement. The 
audit was broken down into three areas:  

• What we do to support visitors and visitor 
development  
• What we do to support the workforce and 
workforce development  
• What else could be done to improve the 
support provided to visitors and the workforce  

All of this feedback (together with that from 
external stakeholders) has been considered in the 
creation of our diversity action plan.  

A comprehensive list of the findings from this 
staff consultation can be found in Appendix C. 
A brief summary of the key findings is provided 
here.  

Examples of good practice in supporting our 
visitors include:  

• Experienced and knowledgeable staff (eg 
signing and foreign language skills, ‘ask the 
conservator’ programme)  
• Signage improvement scheme  
• Excellent outreach/community programmes  
• Special Interest programmes to engage and 
increase our visitors (eg archeaology day, gardens 
discovery weekend, twilight tours)  
• Good programmes to attract diverse audiences 
(kids go free, £1 entry at the Tower for local residents) 
• Extensive activity to improve disability access  

Examples of good practice in supporting our 
workforce include:  

• Wide range of staff policies and benefits 
supporting all staff  
• Many different channels for internal staff 
communication  
• A culture that supports and respects 
diversity and difference – no underlying 
discriminatory tensions  
• A workforce that has become more 
diverse in recent years – particularly in age and 
gender diversity  
• A wide range of programmes, aimed at 
young people, to promote and widen access to 
employment opportunities at HRP (eg work 
experience programmes and internships)  
•  

•  Comprehensive programme of training 
and development opportunities available to all  
 

Suggestions to improve our support to 
visitors and staff include:  
• Better promotion of extensive 
training and development opportunities  
• Promoting images of diverse 
audiences and workforce in all our 
promotional materials/internet  
• Target advertising and other 
methods to attract people from ethnic and 
disabled groups  
• Externally promote HRP’s image as 
a good employer of staff from diverse 
backgrounds  
• Extend links with colleges/schools/ 
universities – to raise understanding of HRP 
and to attract future potential staff  
• Find ways to link HRP’s stories to 
other cultures  
• Ensure that staff policies are 
applied consistently and fairly by managers 
(eg flexible working, retirement)  
• Consider ways of improving support 
to working women with children (eg creche, 
childcare vouchers)  



 

The findings from the gender and race 

specific groups are as follows: Gender 

focus groups – men Good practice  

Good training and development  
opportunities Freedom to work in an 

independent capacity (warding)  

Good interdepartmental communication at 
some sites  

Good access to information through intranet Pride 

in history of sites and sense of privilege to be 

working in such an environment  

Access to paternity leave  

Suggested areas for improvement 
Vacancies not advertised widely enough – too 
much reliance on internal networks  

Speed of progression not great  

Co-ordination and communication between sites 
could be much improved  

Lack of consistency with interpretation of rules 
between sites, particularly flexible working  

Seven day roster presents difficulties to 
some with families  

Poor representation of men in Marketing, Press 
Office, Human Resources, Education and 
Accounting  

Gender focus groups – women 

Good Practice 

Good representation of both men and  
women in retail Opportunities for career 

progression with no barriers  

Good access to learning Training and 

inductions are good Good representation of 

women in senior  
roles  

Acceptance of the individual – you are allowed 

to be yourself Good benefits for working 

mothers Pride in history and place of work 

Sense of honour to be working in a place  

of historical significance  

Suggested areas for improvement  

Lack of consistency in approach to managing 

people Some teams have very low numbers of 

men  

Male dominated military front of house staff 

Communication between front of house and office 

staff could be better  

Front of house retail have little opportunity  
to share thoughts and opinions 

Communication between senior staff and 

teams could be improved  

Remote access – could be better to allow  
more staff to work from home Difficult to take 

holidays during summer season in some 

teams  



 

Race focus groups 

Good practice 

Privilege and pride to be working in Palaces 

Respected as an individual Organisation allows 

you to express and  
share ideas Good access to training and 

development Generally no favouritism to any 

group within  
the organisation  

Family perceive that you are working for a very 

prestigious employer Feel valued when we 

receive vouchers  
(Tower shop staff)  

Suggested areas for improvement  

Flexi-time could be better  

Ceiling between conservators and
management  

Inter-department communication could be better 

External perception that HRP is a very white
organisation  

Lack of opportunity to progress to higher
grades  

Lack of commitment to improving 
communication  

Difficult to arrange holidays in busy periods for
public facing staff  

External perception amongst minorities that it is
difficult to get a job with HRP  

Vacancies not advertised widely enough. so lack
of applications from ethnic minorities  



 
 

 

 

Consulting outside our organisation  

We decided that focus groups – which allow 
structured discussions to take place – would be 
the best way to involve and consult people who 
might otherwise be hard to reach.  

We invited representatives from a variety of 
different groups to attend workshops held in Tower 
Hamlets and at Hampton Court. The workshops 
were held to invite feedback to the scheme and 
also to investigate how black and minority ethnic 
groups perceived HRP as a potential employer.  

These organisations represented the diverse 
range of communities that exist within close 
proximity to the Palaces. They included the 
following organisations:  

• Centre for Community Development  
• Kingston Saheli (an umbrella organisation for all 
Asian women's groups in Kingston)  
• East African Caribbean organisation  
• Ocean Somali Association  
• Al Huda Cultural Centre and Mosque  
• Somali Development Organisation  
• London Muslim Centre  
• Kingston Chinese Association  
• Islamic Resource Centre (supporting all faith 
groups through activities including English classes, CV 
writing and more)  
• Islamic Forum Trust  
• Junior Muslim Circle  
• London East Academy  
• Hindu Association  

The key findings of the focus groups are as 
follows:  

What the organisations felt were good 
about HRP 

• Prestigious place to work  
• Family and friends would perceive that you 
were working in an important job  
• Salary levels would be reasonable  
• Reasonable job security compared with 
private sector  
• Marriage ceremonies are held in Palaces 
(Hampton Court) therefore open to minorities  
• This consultation shows HRP is serious about 
race equality and growing a diverse workforce  
• Concessions for people living in Tower 
Hamlets to visit Tower of London  

Suggested areas for improvement  

• Lack of minorities in public facing roles, 
so perception that they are not welcome as 
employees  
• Recent price increases at Hampton Court 
prevents larger families/socially excluded from 
attending  
• HRP should make more of a connection 
between Palaces and historic link with other 
countries  
• More emphasis on how monarchs were 
supported by rest of the world  
• Lack of awareness about HRP as an 
employer in the communities – types of jobs, etc  
• Lack of ethnic minority images/pictures at 
Palaces  
• Perception that Palaces only employ 
white middle class elderly men  
• More tour guides in Urdu/Gujarati  
• Perception that you need to be very well 
educated to work at the Palaces  



 
 

 

Unions  

We have also presented and consulted with 
our trade unions, to inform them of our 
progress and gain union backing for the 
scheme.  

Peer groups  

Peer organisations from across the sector 
were also invited to give feedback to the 
Scheme. These organisations included:  

• The Tate  
• The British Museum  
• Museum of London  
• Department for Culture, Media and Sport  
• English Heritage  

We would like to thank all those who have 
contributed to the development of this equality 
scheme. We welcome further feedback on this 
document and on how we implement it from 
2008 to 2011.  

Disability  

In March 2007 we published a disability equality 
scheme. This has now been incorporated into 
this Single Equality Scheme. The action plan of 
the disability equality scheme has been 
included, in its entirety, within the Single Equality 
Scheme.  

Our original disability scheme and our 
ongoing work was/is informed by involvement 
of disabled people. This was achieved in the 
following ways:  

• Consultation with the Disability Access Forum 
(an advisory group made up of external people with 
varying disabilities)  
• Consultation with internal staff who had 
declared a disability  
• Interviews with key staff with the responsibility 
for disabled issues for both staff and visitors  

The scheme was also based on other 
information sources including:  

• The DCMS Public Service Agreement 3 
targets and action plan for increasing access to 
the historic environment by target groups  
• RNIB ‘Louder than Words’ audit  
•  

•  The ‘Centre for Accessible Environments’ 
audit recommendations  
 



 

The disability equality scheme/action plan built 
upon the extensive activity that had already been 
undertaken in this areas within the organisation. 
This activity included (and continues to include):  
• Comprehensive and innovative ways, led 
by our Community Relations team, to help 
disabled and other hard to reach groups to 
engage with our Palaces and their stories  
• A comprehenisve programme of physical 
works that have made many areas of these 
difficult sites more accessible, whether through 
provision of ramps, handrails, lifts, hearing 
induction loops or improved signage  
• The re-presentation and reopening of 
Kew Palace to become a leading historic site in 
terms of provision for those with disabilities  
• Establishment of a disability access 
forum enabling us to consult with people with a 
range of disabilities to understand their wants and 
needs  
• Extensive disability awareness training 
for staff  

As stated earlier, this disability equality 
scheme is now fully incorporated into our 
Single Equality Scheme.  



 

Assessing policies and functions  

To comply with legislation, we need to assess the 
impact our policies and functions have on putting 
equality at the centre of our organisation’s 
activities and decisions. These ‘equality impact 
assessments’ will provide us with a clear way to 
achieve quality assurance and focus on meeting 
the needs of our staff members and visitors.  

They also make good business sense, because 
they will help us to develop our services and 
target our resources. This means we can offer 
better value and deliver higher levels of 
satisfaction.  

An assessment toolkit  

To enable us to assess our impact on equality, 
we will be developing an impact assessment 
toolkit, designed and tailored to meet our 
particular needs. The toolkit will contain user 
guidelines and all relevant managers will be 
trained in its use. This toolkit will provide a key 
mechanism to enable us to ‘mainstream’ diversity 
thinking into the everyday work of our managers. 

Initially, the toolkit will be used to review and 
assess the impact on equality of our existing 
policies and practices. Thereafter, the toolkit will 
be used by managers to ensure that any new 
policies and practices are non-discriminatory 
and, when possible, promote equality.  



 

Monitoring performance of the 
equality strategy  

Our Human Resources Director will have overall 
responsibility for overseeing the implementation of
our Diversity Strategy/ Single Equality Scheme 
action plan. The Executive Board will review 
progress at least annually and ensure that 
appropriate action and resources are included in 
HRP’s annual operating plan.  

Publicising the strategy  

This strategy will be made available across a 
number of formats, both online and on request 
from our Human Resources team. We aim to raise 
awareness of our strategy and action plans 
through a variety of communication channels, 
including team briefings, website, intranet and 
Palaces Pulse (our in-house magazine)  

We will ensure that any information about this 
Scheme is made accessible to all.  



 
 

 

Producing the action plan  

We have produced an action plan that details 
the actions and timescales that we need to 
follow to achieve our key diversity objectives:  

 1.  To ensure that diversity is owned by all 
staff and is embedded into everything we do 
(ownership by everyone)  
 2. To open up access to visiting Historic 
Royal Palaces to everyone (open for 
everyone)  

 
3.  To develop an environment where all staff 
feel valued and supported, and where differences 
are respected (opportunities for everyone)  
 4. To open up access to working at HRP to 
everyone who has the necessary skills, 
knowledge and attitude – regardless of race, 
gender, disability etc (work for everyone)  

The action plan is contained in Appendix A.  



 
 

 

Single Equality Scheme action plan  

This details the actions we’ll take over the 
next three years to satisfy the 
requirements of the disability equality 
scheme duty, race equality duty and 
gender equality duty. The other three 
strands of diversity (age, religion or belief 
and sexual orientation) are also 
recognised within this plan. (*The most 
relevant diversity strands are indicated as 
R = race, D = disability, G = gender, SO = 
sexual orientation, R/B = religion/belief, A 
= age)  

The action plan is structured around 
our four key diversity objectives:  

 1. Ownership for everyone  
 2. Open to everyone  
 3. Opportunities for everyone  
 4. Work for everyone  
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adjustments made for 
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The race equality duty  

The Race Relations (Amendment) Act 2000 
(RRAA) came into force in April 2001, placing a 
statutory duty on public authorities to have due 
regard to the need to eliminate unlawful racial 
discrimination and to promote good relations 
between people of different racial groups. The 
RRAA imposes both general and specific duties 
on most public employers. Specific duties cover 
policy, service delivery and employment.  

The general statutory duty has three parts: 

• Eliminating unlawful racial discrimination  
• Promoting equality of opportunity  
• Promoting good relations between people of 
different racial groups  

Specific employment duties are to:  

• Monitor by ethnicity staff in post and applicants 
for jobs, promotion and training  
• Monitor by ethnicity and analyse grievances, 
disciplinary action, performance appraisal, dismissals 
and other reasons for leaving  
• Publish annually the results of our ethnic 
monitoring  

There is a specific duty to publish a race 
equality scheme. 

The following four principles were set out in 
the Commission for the Racial Equality (CRE) 
Code of Practice: 

Promoting race equality is obligatory for public 
bodies – ie they should mainstream race 
equality.  

Public bodies must meet the duty to promote race 
equality in all relevant functions.  

The weight given to race equality should be 
proportionate to its relevance to particular 
functions.  

The elements of the general statutory duty are 
complementary, which means that they are all 
necessary to meet the whole duty.  

Racial discrimination 

Racial discrimination is defined in the Race 
Relations Act 1976 and the Race Relations Act 
(Amendment) Regulations 2003. It is unlawful to 
discriminate on racial grounds in employment and 
education, in the provision of goods, facilities and 
services and in the exercise of public functions. 
Racial grounds include race, colour, nationality or 
ethnic or national origins.  

Direct racial discrimination is: 

Where a person from one group is treated less 
favourably on racial grounds than a person from
another group has been or would have been 
treated in similar circumstances.  

Some forms of racial harassment may 
amount to unlawful direct racial 
discrimination.  



 

 

Indirect racial discrimination is: 

Where an apparently non-discriminatory 
provision, criterion or practice, which is applied 
equally to everyone, puts or would put people of 
a particular race or ethnic or national origin at a 
particular disadvantage when compared with 
others and that provision, criterion or practice 
cannot be shown to be a proportionate means of 
achieving a legitimate aim.  

or  

Where an apparently non-discriminatory 
requirement or condition is applied equally to 
everyone, but it can only be met by a 
considerably smaller proportion of people from a 
particular racial group, which is to the detriment of 
a person from that group because they cannot 
meet it, and the requirement or condition cannot 
be justified on non-racial grounds.  

Racial harassment is: 

Where, on grounds or race or ethnic or national 
origin, a person engages in unwanted conduct 
towards another person that has the purpose or 
effect of violating that other person's dignity or 
creating an intimidating or hostile, degrading, 
humiliating or offensive environment for them.  

Victimisation is: 

Where someone is treated less favourably than 
others in the same circumstances because they 
have complained about racial discrimination 
under the Race Relations Act or supported 
someone else who has.  

The disability equality duty  

The Disability Discrimination Act (DDA) 2005 
amended the DDA 1995 to place a statutory duty 
on all public authorities, when carrying out their 
functions, to have due regard to the need to:  

• Promote equality of opportunity between 
disabled people and other people  
• Eliminate discrimination that is unlawful 
under the Act  
• Eliminate harassment of disabled people 
that is related to their disabilities  
• Promote positive attitudes towards 
disabled people  
• Encourage participation by disabled 
people in public life  
• Take steps to take account of disabled 
people’s disabilities, even where that involves 
treating disabled people more favourably than 
other people  

We will give due weight to the need to 
promote disability equality in proportion to its 
relevance to particular decisions of functions. 

The general duty came into force on 4 
December 2006. Historic Royal Palaces 
published our Disability Equality Scheme in 
April 2007.  

The general duty requires Historic Royal Palaces 
not only to have due regard to disability equality 
when making decisions about the future, but also 
to take action to tackle the consequences of 
decisions in the past that failed to give due 
regard to disability equality.  

The duty in relation to the provision of goods and 
services is ‘anticipatory’ in that it requires 
adjustments to be made in advance of individual 
disabled people attempting to use the service.  



 

The definition of disabled people in the Act is a 
broad term and covers people with a wide range 
of physical and mental disabilities.  

A disabled person is someone who has a 
physical or mental impairment, which has a 
substantial and long-term adverse effect on 
his/her ability to carry out normal day-today 
activities.  

The social causes of exclusion are often 
experienced in common by people with a wide 
range of impairments, but in some instances 
distinct barriers will arise for groups with a 
particular type of disability. As well as having 
different impairments, disabled people will also 
have differing experiences depending on their 
gender, age, sexuality, religion and ethnicity. We 
will need to give consideration to whether 
particular groups of disabled people are 
experiencing particular disadvantages.  

Disability discrimination 

The Disability Discrimination Acts identify four 
forms of discrimination as well as harassment 
in relation to employment.  

Direct discrimination is: 

Where, on the ground of their disability, a disabled 
person is treated less favourably than a person 
not having that particular disability is (or would be) 
treated in the same or comparable circumstances. 
There can be no justification for direct 
discrimination.  

Where there is a failure to comply with a duty to 
make reasonable adjustments. Employers have 
a duty to make reasonable adjustments in 
relation to disabled people. That is, they must 
take such steps as is reasonable for them to 
take to prevent disadvantage to individual 
disabled people arising from any employment 
provision, practice or premises. A failure to do so 
amounts to unlawful discrimination. There can 
be no justification for a failure to make 
reasonable adjustments.  

Disability-related discrimination is: 

Similar to direct discrimination in that a disabled 
person receives less favourable treatment than 
the comparator. In this case, the less favourable 
treatment is for a reason that is related to the 
disability, but is not the disability itself, and the 
employer cannot show that the treatment is 
justified. This is a wider class of less favourable 
treatment which, although not amounting to direct 
discrimination, is nevertheless unlawful.  

Disability related victimisation is: 

Treating someone less favourably than another 
person in comparable circumstances because 
they have (or are thought to have) made or 
supported an allegation of unlawful disability 
discrimination.  

Disability related harassment occurs: 

Where for a reason that relates to a person’s 
disability, another person engages in unwanted 
conduct that has the purpose or effect of violating 
the disabled person’s dignity, or creating an 
intimidating, hostile, degrading, humiliating or 
offensive environment for them.  

Discrimination and service providers 

The Disability Discrimination Acts identifies two 
forms of discrimination in relation to service 
providers.  

When a service provider treats a disabled person 
less favourably – for a reason relating to the 
disabled person’s disability – than they treat (or 
would treat) others to whom that reason does not 
apply and they cannot show that the treatment is 
justified.  

or  

When a service provider fails to comply with a 
duty to make reasonable adjustments in relation to 
the disabled person and cannot show that the 
failure is justified.  



 
 

 

The gender equality duty  

The Equality Act 2006 amended the Sex 
Discrimination Act (SDA) 1975 to place a statutory 
duty on all public authorities, when carrying out 
their functions, to have due regard to the need:  

• To eliminate unlawful sex discrimination and 
harassment  
•  •  To promote equality of opportunity 
between women and men  
 
Specific duties require Historic Royal Palaces to 
gather information on the effect of its policies and 
practices on women and men and, in particular:  
• The extent to which we promote equality 
between male and female staff  
• The extent to which the services we 
provide and the functions we perform take account 
of the needs of women and men.  

The general and specific duties came into effect 
on 6 April 2007. The weight that Historic Royal 
Palaces gives to gender equality should be 
proportionate to its relevance to a particular 
function – as is the case for the statutory duties 
in relation to race and disability.  

This is a form of legally enforceable 'gender 
mainstreaming' – in other words, systematically 
identifying and addressing gender equality issues 
throughout policy development, service design 
and delivery, monitoring and employment.  

Unlawful discrimination under the SDA and the 
general duty means:  

• Direct or indirect discrimination against 
women and men in employment and education, in 
goods, facilities and services and in the exercise 
of public functions  
• Harassment, sexual harassment and 
discrimination on the grounds of pregnancy and 
maternity leave  
• Direct or indirect discrimination in the 
employment field on the grounds that a person is 
married or a civil partner  
• Discrimination on grounds of gender 
reassignment in employment and vocational 
training  
• Direct or indirect discrimination against 
anyone who intends to or is undergoing or has 
undergone gender reassignments  

Women and men may experience different forms 
of disadvantage depending on their age, 
ethnicity, colour, religion and belief, sexual 
orientation, marital or civil partnership status and 
whether or not they have a disability.  

Equal pay  

The general duty includes a requirement to have 
due regard to the need to eliminate discrimination
that is unlawful under the Equal Pay Act. The 
specific duties require public authorities, when 
setting their overall objectives, to: “consider the 
need to have objectives that address the causes 
of any differences between the pay of men and 
women that are related to their sex”.  

Public authorities must be able to demonstrate in 
their equality scheme that they have considered 
the need to have objectives that address any 
gender pay gap.  



 

 

 

Unlawful discrimination against 
transgender individuals 

The Sex Discrimination Act 1975 prohibits 
discrimination, harassment or victimisation 
against anyone who intends to or is undergoing 
or has undergone gender reassignment.  

The Gender Recognition Act 2004 means that 
people who have made the transition to their 
acquired gender are afforded all the rights and 
responsibilities appropriate to that gender. Under 
s.22 of this Act, unauthorised disclosure of a trans 
individual's status may be a criminal offence. This 
information is also covered by the provisions in 
relation to ‘sensitive data’ in the Data Protection 
Act 1988 and the confidentiality provisions of the 
Asylum & Immigration Act 1996.  

From December 2007, the Sex Discrimination Act 
was amended to implement the Goods and 
Services Directive 2004/113 and discrimination, 
including harassment, on the grounds of gender 
reassignment will then be expressly prohibited in 
goods and services.  

There is therefore a legal requirement to 
eliminate discrimination, harassment and 
victimisation on grounds of gender identity and 
gender reassignment. Although there is as yet no 
legal requirement under the gender equality duty 
for public authorities to take further action to 
promote equality between transsexuals and other 
people,  

Historic Royal Palaces has included these 
groups in our commitment to promoting 
gender equality in this equality scheme.  

Sexual orientation  

In the regulations, sexual orientation is 
defined as:  

• Lesbians and gay men: orientation 
towards people of the same sex  
• Heterosexual: orientation towards people 
of the opposite sex  
• Bisexual: orientation towards people of 
the same sex and the opposite sex  

From 1 December 2003, when the Employment 
Equality (Sexual Orientation) Regulations came 
into force, it became unlawful to directly or 
indirectly discriminate against, harass or victimise 
individuals because of their actual or perceived 
sexual orientation in employment and vocational 
training. This includes recruitment, terms and 
conditions, promotion, transfers, dismissal and 
training.  

The Equality Act 2006 extended the prohibition 
on discrimination on grounds of sexual orientation 
to cover the provision of goods, facilities and 
services, education, the use and disposal of 
premises and the exercise of public functions, as 
well as the existing prohibition in relation to 
employment and vocational training.  

There are no statutory general or specific 
equality duties in relation to this diversity 
strand, but this Historic Royal Palaces Single 
Equality Scheme includes the commitment, 
when carrying out its functions, to have due 
regard to:  

• Eliminate direct or indirect discrimination, 
harassment and victimisation on grounds of 
sexual orientation  
• Promote equality of opportunity for 
lesbian, gay and bisexual people.  



 
 

 

The weight that Historic Royal Palaces gives to 
equality in relation to sexual orientation should be 
proportionate to its relevance to a particular 
function, as is the case for the statutory duties in 
relation to race, disability and gender. The Civil 
Partnership Act 2004 came into force in 
December 2005.  

A civil partnership is a legal relationship that can 
be registered by two people of the same sex. It 
gives same-sex couples the ability to obtain legal 
recognition for their relationship.  

Civil partners have equal treatment in a wide 
range of legal matters with married couples, 
including:  

• Employment benefits  
• Most state and occupational pension benefits 
• Income related benefits, tax credits and child 
support  
• recognition under intestacy rules  

Persons who are civil partners get equal 
treatment with married people under the Sex 
Discrimination Act (see Appendix A3).  

Religion or belief  

The Employment Equality (Religion and Belief) 
Regulations 2003and the Equality Act 2006 
prohibit direct and indirect discrimination, 
harassment or victimisation on grounds of 
religion or belief in employment and vocational 
training. This means that it is unlawful to 
discriminate against a person on the grounds of 
any religion, religious belief, philosophical belief 
or perceived religion, religious or philosophical 
belief. The regulations also cover those without 
particular religious or philosophical beliefs.  

Areas covered by the regulations include 
recruitment, terms and conditions, promotion, 
transfers, dismissal and vocational training.  

The Equality Act 2006 extended the prohibition 
on discrimination on grounds of religion or belief 
to cover the provision of goods, facilities and 
services, education, the use and disposal of 
premises and the exercise of public functions as 
well as the existing prohibition in relation to 
employment and vocational training.  

There are no statutory general or specific equality 
duties in relation to this diversity strand, but the 
Historic Royal Palaces’ Single Equality Scheme 
includes the commitment, when carrying out its 
functions, to have due regard to:  

• Eliminate direct or indirect discrimination, 
harassment and victimisation on grounds of 
religion or belief (ie because they follow, are 
perceived to follow, or do not follow a particular 
(or any) religion or belief)  
• Promote equality of opportunity between 
people of different religions or beliefs or people 
with no religious allegiance  



 
 

 

We need to consider whether any policies, rules 
or procedures indirectly discriminate against staff 
or members of the public of particular religions or 
beliefs and, if so, what reasonable changes can 
be made. There is no legal requirement to 
monitor religion or belief, but such monitoring 
helps organisations to ensure that their policies 
are working to the benefit of all concerned and to 
test that there is no direct or indirect 
discrimination on grounds of religion or belief. It 
may also help us to understand employees’ 
needs and to provide appropriate facilities.  

Age  

Employment Equality (Age) Regulations 2006 
came into force on 1 October 2006. These prohibit 
direct and indirect discrimination, harassment and 
victimisation on the grounds of age in employment 
or vocational training. The regulations cover 
recruitment, terms and conditions, promotions, 
transfers, dismissals and training.  

There are no statutory general or specific equality 
duties in relation to this diversity strand, but the 
Historic Royal Palaces Equality Scheme includes 
the commitment, when carrying out its functions, 
to have due regard to:  

• Elimination of direct or indirect 
discrimination, harassment and victimisation on 
grounds of age  
• Promotion of equality of opportunity 
between people of different ages.  

The weight that Historic Royal Palaces gives to 
age equality should be proportionate to its 
relevance to a particular function, as is the case 
for the statutory duties in relation to race, 
disability and gender.  

There are only very limited circumstances when 
it is lawful to treat people differently because of 
their age. This is where:  

• There is an objective justification for treating 
people differently  
• A person is older than, or within six months 
of, the employer’s normal retirement age (or 65 if the 
employer does not have one) there is a specific 
exemption allowing employers to refuse to recruit that 
person  
• Where the discrimination is covered by one of 
the exceptions or exemptions given in the regulations, 
such as pay related to the National Minimum Wage  
• Where there is a Genuine Occupational 
Requirement that a person be of a certain age  



 

 

Staff consultation feedback  

As part of the consultation process of developing the Single Equality Scheme and action plan, we took the 
opportunity to conduct an audit of good practice and to identify areas for improvement. The audit was 
broken down into three areas:  

• What we do to support visitors and visitor development  
• What we do to support the workforce and workforce development  
• What else could be done to improve the support provided to visitors and the workforce  

The following is verbatim feedback from staff 

What are we doing to support our visitors and visitor development?  

Diversity strand 

Communication  

Signage improvement All* scheme  

Staff survey – retail visitor All* experience  

Outreach  

OC1 team – wider range All* with different 
audience  

Meeting with schools All*  

Out of hours presentations All* to older people’s 
orgs and people with disabilities  

Out of hours presentations All* at hospitals  

Out of hours presentations All* to various 
societies. MPs, RBL and Charities.  

Programme with local All* schools  

Promoting HRP overseas All*  

Royal Armouries – All* outreach work  

Schools partnerships All*  

Talks and lectures in the All* community to outside 
groups  

Diversity strand 

Access forums – KP, TOL, D HCP, Kew  

Outreach advice at Kew D (experience, knowledge 
for use in the workplace)  

William Wills – disabled children D  

More diverse music festival R  

Research  

Audience development All*  

Audience attraction  

‘Once in a lifetime’ All* programme at Tower of 
London  

two for one promotion All*  

Audience research – All* diversification of visitors  

Children go free at All* HCP and KP  

Reduced rate entry All* for schools  

£1 entry for Tower Hamlets R residents  

Local schools week – free R for Southwark, 
Newham, Tower Hamlets  



 

 

Diversity strand  

Disability – physical access; D WEB (virtual 

access) – Kew D Disabled lifts HCP and Kew D 

Disabled toilets D Interpretation – live, large font D 

Lighting, signs, handrails D Limited access 

resources D  

(video, pictures for the disabled)  

Local schools week for D special needs Loop 

system for staff/visitors D Physical access D 

Physical disability D Raised images for hard of 

sight D  

(White Tower) some Braille Ramp HCP D 

Replaced wheelchairs at HCP D  

and buggies and maintenance  

Revamped fire alarms, D to be ‘visual’ RNIB 

visitors D RNID audit at TOL D RUC visitors D 

Signed tours at KP, HCP D Specialist equipment 

provided D Surface improvements (TOL) D Tactile 

models – HCP Maze, D  

Kew model Trained staff ‘signers’ D Buggy parks D 
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Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

 

 Year one   

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

 
Action  

Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H

Develop social inclusion and 
access policies to embed the 

All*  March 2009 H
&



 

 

How we support and develop our workforce  

Diversity strand Diversity strand 

Job sharing All*  

Local employer All*  

Occupational health All*  

Onsite promotion of All* vacancies, schemes 

and opportunities  

Open recruitment policy – All* all jobs 

advertised  

Part-time opportunities All*  

Pay/benefits – pension, All* life cover,  

Performance framework All* appraisals  

Policies leave provision All* for various 

categories  

Policy on flexible working All* across HRP. 

compressed hours, home job share.  

Probation six months All*  

Range of roles – p/t, f/t, All* student, 

families  

Recruitment and benefits All* eg term-time 

working/ annualised hours  

Sabbaticals and external All* secondment  

Sponsorship for further All* education  

Trustees – high profile. How All* could we 

use them more?  

Uniforms? Advantage/ All* disadvantage 

differences accommodated  

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

 

 Year one   

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

 
Action  

Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 

All*  March 2009 H



 

Diversity strand  

Staff recognition scheme All* Allow home working 

and G  

remote access Family domestic/emergency 

leave G Flexible working (in some areas) G 

Flexible working policy – G  

not promoted widely enough Flexible 

working, working G  
from home – getting better with new 

technology Managers supportive of G  

childcare issues Maternity 

policy/paternity/parental G Part-time 

working G Paternity leave G Pregnancy – 

parking onsite G Returning to work scheme 

G Prayer rooms R/B  

Internal communication  

Intranet and website All* development  

Palace publication All* (the Pulse)  

Team meetings All*  

Culture and environment  

Age blind – good mix of age ranges A Emphasis 

on younger at HCP A Encouraged more age 

diversity A  

in workforce younger More older/younger workers 

A  

Diversity strand  

Accommodating diverse All*  

staff situations Accommodating All* people’s 

needs  

Community feeling All* Kensington Palace All*  

front of house staff now radically different Military 

connections All* Motivations – work All*  

colleagues, visitors Prestige All* Providing support 

All*  

through volunteer Supporting each other All* Team 

spirit All* Unique place to work All* Eight different 

nationalities R  

within HCP warding staff  

Awareness of more to R promote cultures and 

beliefs Encouraged more women G  

in the workforce Non-discriminatory G Over 50% 

female to male G  

warder complement, surveyors  

Employment  

Pupil referral units All* School work experience A 

Graduate work placement A  

scheme (ELBA)  
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Diversity strand  Diversity strand  

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

 

 Year one   

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

 
Action  

Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H

Develop social inclusion and All* March 2009 H

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

Year one  

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

Action  
Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H



 

Diversity strand Outreach  

KP outreach work All*  

Boss days All*  

Outreach community All* projects at KP  

Outreach teams linked to all palaces R  

Training and development  
Comprehensive induction All*  

process Cross functional working All* promotes 

team spirit  

Education courses – Clore All* centre – HP – 
school groups talks in evenings  

Good NVQ process All*  

External learning All* opportunities Good training 

for all All* Internal courses and All*  

development programmes Learning zones All* 

Manual handling training All* Monthly one-to-ones 

All* Open learning All* Links with heritage skills All* 

organisations  

Diversity strand  

Mentoring/job shadowing All* programme in 
development  

Lectures All*  

Department open days All*  

Ongoing development/ All* PDR annual 

April/October Our Cause, mission All* 

Performance framework All* Recruitment 

awareness All*  

training  

Share skills in common – All* languages 

Secondment All* Skill sharing – conservation All*  

– exchange, experience/ 

knowledge share  

Making information more D accessible 

(training mornings etc)  

Mandatory training on disability D 

awareness  

Causeway Centre at student D nursery for 

disability  

Disability awareness training D for front of 

house staff  

Disability awareness TRG – D more follow-

up required  



 

What else could be done? When exploring 

what else we could do, our staff produced the 

following suggestions. This information will be 

reviewed and parts of it will help direct our 

future strategy. Diversity strand Benchmarking 

Benchmark against All* companies that are good in 
this area  

Get into 100 best All* companies to work for  

Staff Benefits  

Pension All*  

Personal dietary needs All*  

More lateral approach to All* flexible working 

Accommodating injuries D  

(individuals)  

Ensure time off for religious R holidays Prayer 

rooms/food choice R  

in restaurants Swapping religious bank holidays R 

Better support for women with G  

children – crèche, more flexibility, etc Child care 

vouchers G Creche – join other organisations 

(cost) G Flexible working – part-time G  

Diversity strand Communications  

Advertising success All* on intranet  

Develop web pages All* Follow up on benefits – All* 

post probation  

Internet All*  

Libraries All*  

Local community All* newsletters  

Use PR to promote our All* good side  

Culture and environment  
Ensure flexibility of age – A consider requests to 
extend beyond retirement  

Adapt uniforms All* Change beliefs at the core All* 

Change in organisational All*  

attitudes Encourage healthy lifestyles All* Names 

of roles are a barrier All* Stiff upper lip/fuddy 

duddy All* Empire – contributions both ways R 

Enough women? – depends G  

on department  



 

 

Diversity strand Employment  

Branding All*  

How we recruit All*  

Matching skills with All* audiences  

Putting mechanisms All* in place to support – 
specialisations  

Marketing  

Emphasise access forum D Closure of SSS 

exhibition – R  
told stories of ordinary people including Indian 

army Link palace’s stories to other cultures R More 

diversity in our stories R More relevant publicity on 

history and R  

current events that included ethnicity Stories on 

the website/intranet R Balance between history 

and  modernisation R  

Route to entry  
Tap into other local A groups/schools/universities  

Work experience – schools A  

Work placement trainees A  

Recruitment advertising All* in ticket office/banner 
on  

Recruitment on All* roundabout/hand-out 
leaflets/info centre/A boards  

Recruitment of All* specialists under threat  

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

Year one  

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

Action  
Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H

Develop social inclusion and All*  March 2009 H



 
 

 

Diversity strand  Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

 

 Year one   

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

 
Action  

Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H

Develop social inclusion and 
access policies to embed the

All*  March 2009 H
&

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

Year one  

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

Action  
Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 
captured and progress can 
be monitored  

G, R, D  September 
2008  

H

Review the current equal 
opportunities policy with a 
view to developing and 
widening it to create a 
workforce diversity policy  

All*  March 2009 H

Develop social inclusion and All* March 2009 H



 

 

Diversity strand  
Diversity strand Training and Development  

Bespoke training (bite size) All*  

Good training programme/ All* across organisation 

Improved awareness of All* management group  

Individual action plans All*  

Learning zone – All* concentration on foreign 
languages, eg front of house  

Look at areas that are All* working well and share 
learning  

Specific training, All* eg by language  

Staff trainer – individual All* coaching  

Different cultures awareness workshops? R  

Action  Diversity 
strand  

Timescale  R

Ownership for everyone 
Embedding diversity into 
everything that we do  

 

 Year one   

Ensure that progress in 
delivering this action 
plan/diversity strategy is 
regularly discussed and 
monitored by the Executive 
Board.  

All*  Immediate. 
Ongoing  

H

Identify means of promoting 
diversity through as many 
communication channels as 
possible. Eg Board reports, 
in-house magazines (Palaces 
Pulse), team meetings, email 
alerts and training  

All*  Immediate 
and 
ongoing  

H

Introduce a monitoring 
system of all reasonable 
adjustments made for 
disabled employees/ 
applicants to ensure that 
wider learning is achieved 
and common issues 
proactively addressed  

D*  By March 
2008 
Ongoing  

H

 
Action  

Diversity 
strand  

Timescale  R

Send action plans to unions 
for input from their diversity 
teams  

All*  July 2008  H

Review the framework we 
currently use to monitor and 
report on diversity 
statistics/profiles to ensure 
that all relevant data is 

t d d

G, R, D  September 
2008  

H



 

 

Overall ethnic profile of staff 

Ethnic origin Number  % 

All White groups 640 92.1 

All BAME 55  7.9 

Totals 695 100 

 

Ethnic profile by staff category 

Category 
BAME (number and %) 
as at 31/3/12 

BAME (number and %) 
as at 31/3/11 

Permanent 
54 
7.9% 

58 
8.6% 

Fixed Term 
4 
25% 

4 
21.1% 

Temporary 
12 
15.6% 

5 
8.9% 

Apprentice 
5 
55.6% 

3 
37.5% 

Total 
75 
9.4% 

70 
9.3% 

 

Gender profile of permanent staff 

 Number % 

Male 329 47 

Female 366 53 

Totals 695 100 

 

 

Historic Royal Palaces has made progress in its plans to have a more representative workforce, however, 

we still have a long way to go. Working through our Diversity Strategy we believe that we will be in a 

better position to take advantage of the opportunities that exist and the relationships that we continue to 

build.  

Workforce statistics for permanent staff at Historic Royal Palaces 

(as per 31
st

 March 2012) 




