
Broads Authority

29 June 2007

Agenda Item No 11

The Equality Standard for Local Government 

Report by Head of Human Resources 

	Summary:
In order to achieve Level 1 of the Equalities Standard, the Authority is required to evidence that it has achieved the necessary requirements as set out in the Self Assessment Checklist. 

Recommendation: That members express a commitment to the development of a Corporate Equality Plan (CEP).


1
Background

1.1
All local authorities are required to achieve the Equality Standard.  The Equality Standard for Local Government has been developed under the joint guidance of the Commission for Racial Equality, the Disability Rights Commission, the Employers Organisation for Local Government and the Audit Commission.

1.2
The standard has five levels of achievement, providing a framework for achieving equality in gender, race and disability thereby ensuring that discriminatory barriers that prevent equal access to services and employment are identified and removed.  It is not just an employment standard but also one that embraces every aspect of policy development and service provision with the Authority.

2
Equality Standard Level 1

2.1
At Level 1 of the standard, the Authority has to establish a corporate commitment to equality; the action plan derived from the Equality Standard will become part of the audit/inspection process for Best Value.

2.2
An important feature of the standard is the principle of self-assessment, which provides a continuous loop back into the policy process. It is important that all stages of the self-assessment process are documented in order to maintain a continuing record of progress and rationale for change in policy objectives. The records from the self-assessment process will form part of the external scrutiny process through audit, Best Value and through the local community.

2.3
The audit process will provide the key point of assessment for progress through the levels of the standard.  The Authority will be required to produce documentation to demonstrate its achievement against levels in the standard.

2.4
To achieve Level 1 of the standard, the Authority must adopt a comprehensive equality policy that commits it to achieving equality in race, gender and disability through:

· improving equality practice at both corporate and directorate/section level;

· earmarking specific resources for improving equality practice;

· equality action planning and equality target setting within all directorates/sections;

· systematic consultation;

· a fair employment and equal pay policy;

· an impact and needs/requirement assessment;

· progress monitoring;

· audit and scrutiny.

2.5
The levels are translated into action in four substantive areas:

· Leadership and Corporate Commitment;

· Consultation and Community Development and Scrutiny;

· Service Delivery and Customer Care; and

· Employment and Training.

2.6
In October 2005 the Authority updated and implemented its Equalities Policy, covering race, gender, disability, and marital/family status and gender reassignment.

2.7
The Equalities Policy states that the Authority is committed to developing a Corporate Equality Plan (CEP), which will outline how the Equalities Policy will be implemented.  

2.8
The Self-Assessment Checklist provided in the standard outlines the specific evidence requirements for each level.  The majority of the evidence is collated from the minutes of specific meetings: Broads Authority, Management Team and Equality Steering Group.

2.9
The section requiring the full Broads Authority commitment is as follows:


Section 1.1.3 – Make a corporate commitment to developing a Corporate Equality Plan (CEP) indicating how the Equality Policy will be implemented.

2.10
The evidence required that the Broads Authority expresses commitment to developing a Corporate Equality Plan (CEP).

2.11
The Head of Human Resources will at a later date bring back to members a draft copy of the Corporate Equality Plan (CEP), detailing the scope, desired outcomes, targets, monitoring arrangements and resource allocation. 
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Personnel Policy Note No. 1

Equalities Policy

1
Statement of Commitment

1.1
The Broads Authority is committed to the provision of equal opportunity in employment, and the removal of barriers to equal opportunity. As a reasonable employer, it undertakes to conduct its affairs in a manner which will not discriminate against, either directly or indirectly, any employee, job applicant or volunteer, on the grounds of:

disability;

gender;

transgender;

race;

ethnic or national origin;

religion or belief;

age;

sexual orientation;

marital/family status;

parental status; 

caring responsibilities; 

hours of work;

trade union membership or non-membership; or

offending background;

unless by virtue of legislation or Genuine Occupational Requirement.

1.2
The Authority will ensure that its Equalities Policy is in line with current legislation: Race Relations and Race Relations (Amendment) Act; Sex Discrimination Act; Equal Pay Act; Disability Discrimination Act; and the Codes of Practice issued by the three Equalities Commissions (Commission for Racial Equality, Disability Rights Commission and Equal Opportunities Commission).
2
Definition of Discrimination

2.1
Direct Discrimination

To receive less favourable treatment than another on the grounds of disability, gender, sex, race, religion or belief, age, sexual orientation, marital status, parental status, caring responsibilities and hours of work.

2.2
Indirect discrimination

To be placed at a disadvantage unjustifiably by selection criteria, policies, benefits, employment rules or any other practices which have a dis-proportionately adverse effect on a particular group, unless the practice can be justified.
2.3 Victimisation

When an individual is treated detrimentally because they have made a complaint or intend to make a complaint about discrimination or harassment or have given evidence or intend to give evidence relating to a complaint about discrimination or harassment. 

2.4
Harassment

Unwanted conduct, which has the purpose or effect of violating an individual’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them.

2.5
No employee, job applicant or volunteer should be subject to direct or indirect discrimination, victimisation or harassment.

2.6
The Authority’s Bullying and Harassment Policy is appended to Personnel Policy Note 2, Code of Conduct for Employees.
3
Employment of Disabled Persons

3.1
In meeting its obligations under the Disability Discrimination Act 1995, the Authority commits that it will: 

(a)
ensure fair treatment of disabled applicants for all types of vacancy, interview all applicants with a disability who meet the essential criteria for a job vacancy and consider them on their merits; 

(b)
wherever possible, after any necessary rehabilitation training, retain or transfer to more suitable work any employees who become disabled during their employment with the Authority; and

(c)
make reasonable adjustments that might be necessary for a disabled person to undertake their work.

3.2
The Authority will ensure that disabled employees are afforded equal opportunities with other employees for training, promotion and career development in order to use their capabilities to the full, and wherever possible will pay attention to job design and restructuring in order to facilitate opportunities for the career development of its disabled employees.  In so doing the Authority will consult with disabled employees.

3.3
The Authority will take into account, so far as reasonably practical, the needs of the disabled when designing new premises and where practicable will make adaptations to equipment and premises where this is necessary for the employment of a newly appointed or existing disabled person.

3.4
The Authority will ensure that disabled people in its employment are, when necessary, offered specialist knowledge and advice to assist in their working lives.

3.5
The Authority will endeavour to ensure that other employees develop an awareness of disability to enable them to co-operate and assist in allowing a disabled person to settle into employment and the general working environment.

3.6
The Authority will pay particular attention to the safety of its disabled employees, the various workplaces in which they are employed and the means of escape in the event of fire.

3.7
The Authority will keep its arrangements in respect of disabled employees under review, plan ways to improve on them and inform all employees about progress and future plans.
4
Responsibility of Equal Opportunities

4.1
Overall responsibility for equal opportunities lies with the Chief Executive.

4.2
The day-to-day responsibility is assigned to managers at all levels. Managers are expected to set an example in non-discriminatory behaviour and ensure, as far as reasonably practicable, that employees and volunteers for whom they are responsible respect and act in accordance with this policy.

4.3
Individual employees and volunteers also have responsibility for ensuring equality of opportunity for their fellow employees, job applicants and volunteers and in particular must not: -

· discriminate in the course of their employment against fellow employees, job applicants or volunteers, or in any way harass them;

· induce, or attempt to induce, other employees or volunteers to practice unlawful discrimination; or

· victimise individuals who have made allegations or complaints of discrimination, or provided information about such discrimination.

4.4
It must be stressed that the commitment of all employees is necessary to make the policy a success.

5
The Equality Standard 

5.1
All local authorities are required to achieve an Equality Standard. The Equality Standard for Local Government has been developed under the joint guidance of the Commission for Racial Equality, the Disability Rights Commission and the Employers Organisation for Local Government and the Audit Commission.

5.2
This new Standard with five levels of achievement provides a framework for achieving equality in gender, race and disability thereby ensuring that discriminatory barriers that prevent equal access to services and employment are identified and removed. It is not just an employment standard but also one that embraces every aspect of policy development and service provision with the Authority.

5.3
The Authority is committed to developing a Corporate Equality Action Plan (CEAP), which will indicate how the Equality Policy will be implemented.

The Plan will have three main elements: Consultation and Scrutiny; Access to Services; and Equal Employment and Pay.

5.4
The Equality Steering Group (ESG) will comprise representatives from each Directorate, the Equality Officer, Lead Equality Member, trade union representation and one or two external ‘critical friends’. The Group will have clear terms of reference and take on primary responsibility for the duties of;

· deciding priorities and drawing up a programme of monitoring;

· analysing the information provided by the monitoring process;

· assessing the information against the objectives outlined in the CEAP, and assessing how the Equality Policy is working in practice;

· putting forward suggestions for remedying any failures; and

· assessing the success of the proposed remedies over time.

5.5
The Chair of the ESG will be an appropriate Director of the Authority.

5.6
The ESG will meet no less than quarterly and should report at least annually to the Management Team.

5.7
The Human Resources Officer as the designated Equality Officer has responsibility for the day-to-day co-ordination of equalities activities.

5.8
The ESG and the Equalities Officer will be directly accountable to the Chief Executive, who has overall responsibility for improvements in both equality policy and practice, ensuring that top level decisions can be made systematically and ensuring the effectiveness of the policy. 

5.9
It may be necessary from time to time for a specialist from a particular Directorate to be co-opted to the ESG in order to assist in considering issues in a particular area of work.

5.10
Reports, recommendations for action and minutes of the ESG will be made available to all staff and trade unions through the Authority’s staff notice boards and Intranet. 


6
Training/Monitoring

6.1
The Broads Authority has a general duty under legislation to promote disability equality, race equality and good race relations. In carrying out its functions, the Authority will aim to: 

· eliminate unlawful discrimination;

· eliminate unlawful harassment;

· promote equality of opportunity;

· take steps to take account of disabled persons disabilities, even where that involves treating disabled persons more favourably than other persons; and

· promote good relations between people of different racial groups.


6.2
In order to ensure that Broads Authority meets its general duty outlined in sections 6.1 and 1.1, the Equalities Policy will be monitored at every stage, including all elements of the recruitment and selection process; job applicants and existing employees; promotion, training, work life balance, grievance and disciplinary procedures, resignations, redundancies and dismissal. 

6.3
Monitoring will take place in three distinct stages:

· gathering the information;

· analysing the data collected to identify where there are blocks to equality and why these occur; and

· defining the programme of action necessary to overcome any inequalities.

6.4
Personal information requested on the recruitment monitoring form will only be used to monitor the effectiveness of the Recruitment and Selection Policy, and will not be used at any stage of the selection process.

6.5
The Recruitment and Selection Policy and Equalities Policy are contained in the Local Conditions of Service issued to all employees on joining the Authority and are also available to all employees and volunteers through the Authority’s Intranet or on request from the Human Resources Section. In addition these two policies are contained in the recruitment pack issued to all external applicants.

6.7
The Authority will provide wherever possible a copy of the policy to recruitment agencies, Job Centres and any other sources from which job vacancies are filled.

6.8
The Authority will continue to promote and raise awareness of equality as a corporate priority through the Authority’s training programme. Written guidelines will be issued as appropriate on an annual basis, to ensure that all staff and volunteers perform their duties in a non-discriminatory way.

6.9
Equality training is also included as part of the Authority’s Induction Programme, and other training courses where appropriate (for example Management Development Programme and Performance Management).

6.10
The Authority will consider and identify which staff need to know about the general and specific duties, and provide further training on the application of the policy to staff relative to their responsibilities.

7
Procedures for dealing with complaints of discrimination should be made through the Authority’s Grievance Procedure.
October 2005
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THE EQUALITY STANDARD 

SELF ASSESSMENT CHECKLIST

Level 1

1.1
Leadership and Corporate Commitment

1.1.1
Formulate and adopt a comprehensive equality policy for the Authority covering race, gender and disability.


Checklist Item

· Has the Authority formulated and adopted a comprehensive equality policy covering race, gender, disability and marital/family status and gender reassignment?

1.1.2
Ensure that the written policies are in line with current legislation: Race Relations Act (as amended), Sex Discrimination Act, Equal Pay Act, Disability Discrimination Act and Codes of Practice issued by the three equality Commissions.


Checklist Item
· Are all Authority policies consistent with all current equality legislation?

· Are all Authority policies consistent with the Codes of Practice issued by the CRE, DRC and EOC?


1.1.3
Make a corporate commitment to developing a Corporate Equality Plan (CEP) indicating how equality policy will be implemented.


Checklist Item

· Is the Authority committed to developing a Corporate Equality Plan (CEP) that will pursue specific race, gender and disability equality objectives?

· Have specific staff been given responsibility for overseeing the progress of the CEP?

· Is there a commitment within the CEP to address multiple discrimination?

· Will the CEP enable the identification of outcomes, which are meaningful and relevant to the lives and aspirations of currently disadvantaged groups, ie, existing and potential service users and employees?

· Has the Authority made a corporate commitment to equality action planning and equality target setting within all departments and service areas?


· Has the Authority started the corporate equality planning process?


1.1.4
Make a corporate commitment to carrying out a process of equality impact and needs/requirements assessment including those assessments of organisational and individual requirements required for compliance with the DDA.


Checklist Item
· The commitment to initiate an impact and needs/requirements assessment should be part of the development of the CEP.


1.1.5
Make a corporate commitment to a fair employment and equal pay policy.


1.1.6
Make a corporate commitment to earmark specific resources for improving equality practice.

Checklist Item

· Are resources specifically dedicated to developing the CEP?

· Has staff time been allocated to developing the CEP?


1.2
Consultation and Community Development and Scrutiny

1.2.1
Corporate commitment to consult with designated community, staff and stakeholder groups on all aspects of equality policy.


Checklist Item

· Have the contents of the comprehensive equality policy been discussed by designated community, staff and stakeholder groups?

· Is there a commitment to consult on all developments in equality policy with: specific ethnic minority communities and groups representatives for organisations of and for disabled people; gender-based organisations?

· Is there a commitment to consult the trade unions, staff association and/or employees on all aspects of equality policy?

· Has a decision been taken to address the access rights of disabled people in the consultation process?


· Has a commitment been made to involve designated consultation and scrutiny groups from the community in the development of the Corporate Equality Plan (CEP)?
· Will all equality policy documents be made available in appropriate languages and formats eg a range of languages, Braille, tape and large print and be made available through appropriate outlets eg, libraries, Citizen’s Advice Bureaux?


1.2.2
Each Section to make a commitment to contribute to the consultation and scrutiny element of the CEP


1.2.3
Make a corporate commitment to equality self-assessment, scrutiny and audit.


1.2.4
Each department and service area to commit to engage in consultation with designated community, staff and stakeholder groups on its service delivery.


1.2.5
Make a corporate commitment to consult departments and service areas on equality objectives.


1.2.6
Each Section to commit to processes of equality self-assessment, scrutiny and audit on its service delivery.


1.2.7
Incorporate equality policy as a key theme within the ‘Community Strategy’ drawn up by the local authority and its partners.


1.2.8
Make a commitment to establish mechanisms for responding to harassment on the grounds of race, disability and gender.


Checklist Item

· Is there a commitment to establish a mechanism for identifying and responding to racial abuse and racial attack and for dealing with racist graffiti?
· Is there a mechanism for identifying and responding to the harassment and victimisation of disabled people?
· Is there a mechanism for identifying and responding to sexual harassment in employment and in service provision?
· Are the details of mechanism for responding to harassment and victimisation communicated to individuals and support groups?

1.3
Service Delivery and Customer Care

1.3.1
Departmental and service area commitment to a comprehensive equality policy appropriate to its service delivery.


Checklist Item
· Does each service area have specific commitment to take action to promote equal opportunities and to redress any inequality and/or differential impact in all aspects of service delivery?

· Has service delivery provision been reviewed in light of Part III of the Disability Discrimination Act 1995.


1.3.2
Department and service area commitment to implementing the equality impact and needs/requirements assessment for its service delivery including those assessments of organisational and individual requirements required for compliance with the DDA.


1.3.3
Commitment to developing equal access to services plans element of CEP and setting targets within each Section as part of their business plans.


Checklist Item

· Is each section committed to developing the equal access to services element of the CEP containing clear race, gender and disability equality objectives for their area?

· Is there a commitment to incorporating race, gender and disability equality objectives into service plans?


1.3.4
Section commitment to equality action planning and equality target setting.


Checklist Item
· Is each section committed to establishing race, gender and disability equality objectives?


· Is there a Authority level commitment to include specific provision for race, gender and disability equality monitoring?


· Is there a commitment to train all frontline staff to enable them to meet the needs of all customers with equality and fairness?

1.3.5
Authority commitment to allocate specific resources for improving equality practice.


1.4
Employment and Training

1.4.1
Adopt recruitment procedures which use non-discriminatory practices.


Checklist Item

· Will all policies and procedures associated with equality objectives be included in the staff handbook?

· Is there a commitment to train all senior managers on setting service objectives, action planning and equality monitoring?

· Is there a commitment to equality objectives built into management appraisal mechanisms?

· Is there a commitment to remove disabling barriers within recruitment/training and development processes?

· Is there a commitment to identify and remove potentially disabling barriers within performance management schemes?


1.4.2
Commitment to an employment equality assessment of the Local Labour Market Area, workforce profiling and equal pay review.


1.4.3
Commitment to establish a fair employment and equal pay policy.


1.4.4
Commitment to developing an equal employment and equal pay element of CEP including those assessments or organisational and individual requirements required for compliance with the DDA.


Checklist Item
· Is there a commitment to developing an equal employment and equal pay element of the CEP that:

-
incorporates the requirements for compliance with the DDA?


1.4.5
Commitment to adopt procedures to ensure that publicity for vacancies does not unfairly restrict the range of applicants.

Checklist Item

· Has there been a commitment to review employment publicity and job advertising?

· Is there a commitment to ensure that publicity for vacancies does not restrict the range of applicants from currently disadvantaged groups?

· Is there a commitment to review recruitment process and remove all barriers?

· Is there a commitment to adopt procedures that ensure that publicity for vacancies actively encourages applications from applicants from currently disadvantaged groups?


1.4.6
Commitment to produce a standard range of application forms and job descriptions that are clear and explicit.

· Has the Authority established a commitment to develop a standard range of application forms and job descriptions and to keep these up-to-date for recruitment and selection and equal pay purposes?


1.4.7
Commitment to review personnel information system for monitoring suitability including underpinning the Council’s statutory ethnic monitoring duties.


Checklist Item
· Is there a commitment to develop the capacity of the personnel information system to:

· Produce ethnic, gender and disability monitoring reports on recruitment, promotion and retention, and 

· Support compliance with the Authority’s ethnic monitoring duty.


1.4.8
Commitment to make procedures consistent with employment Codes of Practice.


Checklist Item
· Is there a commitment to make all employment procedures consistent with current legislation and all relevant employment Codes of Practice?

· Has a review of employment procedures been planned?


1.4.9
Commitment to develop a programme for staff training in equality issues.


Checklist Item

· Is there a commitment to a training plan that delivers comprehensive training on equality to staff at all levels?

· Will the training be differentiated for staff according to levels of responsibility; evaluated and followed up for effectiveness?


Evidence:


A draft comprehensive equality policy containing specified elements is available.





Evidence:


Report evaluating consistency of Authority policies with equality legislation and relevant Codes of Practice.





Evidence:


Committee minute(s) expressing commitment to development of a CEP with details of scope, desired outcomes, targets, monitoring arrangements and resource allocation.





Evidence:


Minute of initial meeting of corporate equality planning group detailing its make-up, internal allocation of responsibilities and objectives.





Evidence:


As 1.1.3;


Demonstrate that assessment(s) will comply with the DDA by specifically committing to the identification and provision of reasonable adjustments.





Evidence:


As 1.1.3





Evidence:


The minute detailing corporate commitment to the CEP should contain identifiable resources for developing this work.





Evidence:


Minuted decision to consult widely with trade unions, community groups and other stakeholders using new or existing consultative machinery.  The consultative process should demonstrate inclusiveness in respect of disabled people.





Evidence:


Minutes of meetings giving commitment to consultation and participation by stakeholders in the development of the CEP.  Minutes of meetings held to define appropriate groups and a schedule of meetings on CEP, with details of how the access rights of disabled people will be addressed in this process including the range and availability of appropriate formats.





Evidence:


Minute of Section group meeting/meetings.


Incorporation in business plan.





Evidence:


Minute containing a commitment to develop equality self-assessment, scrutiny and audit.





Evidence:


Minute and schedule of meetings including rationale for how designated groups have been chosen and the basis upon which other groups have been omitted.





Evidence:


Minute from Authority and departmental meetings.


Inclusion in business or action plan.





Evidence:


Minute(s) of Corporate Management Group and departmental meetings detailing intention to engage with self-assessment, scrutiny and audit process.





Evidence:


Community Strategy documentation is available, showing incorporation of equality as a key theme.





Evidence:


Harassment and victimisation policy; proposals for harassment partnership scheme.  Includes specific provision for racial, sexual and disablement harassment and victimisation; the establishment of a common definition of harassment, and participation of the Authority in a multi-agency panel.  Promotional material advising staff/service users of harassment procedures.  Proposals for harassment feedback scheme.





Evidence:


Minute demonstrating commitment at departmental meeting.


Minute indicating review with details of findings and action to be taken to facilitate access to services for disabled people.


Minute should detail commitment to the application of the social model of disability in the design and delivery of services.





Evidence:


Minute and outline plans for equality impact and needs/requirements assessment scheme; demonstrate that assessment will comply with current requirements of the DDA and include proposals to ensure compliance with future requirements.





Evidence:


Minute committing to, and saying how, the CEP will incorporate an element that ensures equal access to services into general departmental and service level planning processes.


Minute committing to, and saying how, equality objectives will be incorporated into general departmental and business planning.





Evidence:


Minute committing to, and saying how, equality objectives/targets will be set and monitored.





Evidence:


Develop draft monitoring schemes.





Evidence:


Minute and report showing allocation of resources.





Evidence:


Appropriate sections in current staff handbook; clearly defined and regular review of handbook to incorporate changes in legislation/policy.


Committee minutes making commitments as defined; documented service level commitments by managers with responsibility allocated.


Evidence of draft training plan, which will be the subject of consultation with internal groups/employees and managers.


Clear guidance on anti-discriminatory practices within recruitment/training and appraisal are provided to all supervisors and managers.





Evidence:


Minute making commitment with detail of how LLMA assessment, workforce profiling and equal pay review will be planned and how LLMA survey outputs will be used to identify targets.





Evidence:


Commitment to formulating fair employment and equal pay policy, with detail of intended outcomes.





Evidence:


Committee minute committing to an equal employment and equal pay element of the CEP. 


Equality planning group minutes showing how equal employment and pay elements of the CEP will be developed.


Should include specific sections on complying with the DDA.





Evidence:


Minuted decision to carry out detailed review report with responsibility for development specifically allocated.





Evidence:


Minuted decision on application forms with responsibility for development specifically allocated.





Evidence:


Minuted decision on monitoring system with appropriate capacity and responsibility for development planning specifically.





Evidence:


Minuted decision on commitment on procedures.


Responsibility for planning specifically allocated with timetable.





Evidence:


Documented decision to develop a comprehensive training plan that will show types and levels of training, evaluation procedures and how effectiveness will be monitored.


Responsibility for planning specifically allocated with timetable.
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