  

  EXECUTIVE COMMITTEE  - 23 May 2005 
PART   I  - DELEGATED   
  20.
  EQUAL OPPORTUNITIES ACTION PLAN


(DSS)
1.
Summary
1.1
  This report reviews current structures for performance management and community engagement in Racial Equality and Equalities work in Three Rivers District Council and recommends action to improve on those structures

2.
Details

2.1 At present Management Board and the Equal Opportunities Forum are the only structures in the Council that receive regular progress reports on the Race Equality Scheme.  


2.2 The Equalities Forum meets twice a year and has no accountability lines to the Executive, or any other council committee. 


2.3 The Equality Standard For local government is the key tool used by the Audit Commission to assess Local Government Performance in relation to race equality work and equal opportunities. The standard is split into 5 levels with level 1 being the lowest and level 5 being the highest. Appendix 1 lists the summary audit questions to check compliance with level 1 of the standard. At present TRDC does not reach the required standards for Level 1.


2.4 Some of the key requirements for achieving level 1 of the equality standard in terms of service delivery and community development are that the authority must:

· Take into account the present and future needs of (ethnic) minority communities when making corporate/ departmental assessments of community needs;

· Guide community needs assessments by corporate/ departmental (racial) equality policies and action plans;

· Consult with service users.


2.5 Appendix 2 summarises the key demographics of the District in relation to the key equal opportunities issues recognised through current and forthcoming legislation. They are:

· Gender discrimination

· Race discrimination

· Disability discrimination

· Age discrimination

· Homophobic and transphobic discrimination

· Religious discrimination

· Social Exclusion 


2.6 The council has had limited success in contacting:

· Members of Black and minority ethnic communities

· Members of the lesbian, gay, bisexual and transgender communities (LGBT)

· Members of minority faith communities

· Some members of the disabled communities

2.7 The recommendations made in this report seek to address the above difficulties by:

· Setting up structures for community dialogue with BME, minority faith, disabled and LGBT communities

· Improving the accountability of the Equal Opportunities Forum so that the equal opportunities performance management of Council services fits into the Corporate Performance Management System. 

· Highlighting a baseline set of targets for corporate performance against key equalities groups – against which service performance should be assessed until more detailed targets can be established for individual service areas. 

· Identifying the role of corporate development in ensuring there is a consistent approach to community consultation and equal opportunities across council departments. 

3.
Options/Reasons for Recommendation
3.1
  To identify and agree an implementation structure to work towards level 1 of the Equality Standard for Local Government, and address the consultation needs of the Council, Local Strategic Partnership and Crime and Disorder Reduction Partnership in relation to ‘hard to reach’ groups.

3.2
To identify and agree a performance management structure for Equal Opportunities in Three Rivers District Council. 

4.
Policy/Budget Implications
4.1
The recommendations in this report are within the Council’s agreed policy and budgets including the Equal Opportunities Policy.  
5.
Financial Implications
5.1
None at present.   
  
6.
Legal Implications
6.1
  The Council has a legal duty to eliminate discrimination on the grounds of race and to work within the Human Rights Act (1998). The recommendations will provide a clear structure to ensure compliance with this legislation, for example, the Disability Discrimination Act, Sex Discrimination Act, Equal Pay Act, Gender Recognition Act etc. 

7.
Equal Opportunities Implications


  
7.1
  The recommendations will ensure a consistent approach to equal opportunities work across the council and compliance with the Equality Standard for Local Government. 

8.
Staffing Implications
8.1   It is estimated that Corporate Development will invest 30-40 days work per year on supporting the implementation of these structures and their subsequent work programmes. 

8.2 Each department will need to identify a senior manager to lead on equalities work and participate in the officer task group. 

9.
Environmental Implications
9.1
  Work on race and hate crime may impact on improving the environment through reducing graffiti. 

10.
Community Safety Implications
10.1
  Work on Domestic Violence, race hate crime and homophobic crime will support the implementation of the TRDC Community Safety Plan. The recommended community engagement structures will ensure that this work is informed and led by the needs of local communities. 

11.
Customer Services Centre Implications
11.1
  None

12.
Website Implications
12.1
  The website will need to be updated to improve communication with key hard to reach groups and direct people to existing support services for hate crime.

13.
Risk Management Implications
13.1
  Failure to achieve Level 1 of the ESLG will result in the Council remaining in the bottom quartile for BVPI2a. This may result in the Council failing to maintain its current Corporate Performance Assessment rating of “Good”. 

14.
Recommendations
14.1 That the information contained within the report is noted. 

14.2 That the proposed structure in Appendix 3 is adopted for performance management and community engagement in equal opportunities work. 

14.3 That the officers report to the Executive Committee on a biannual basis on the performance management of equalities.

14.4 That the Race Equality Scheme and subsequent Equalities Scheme forms part of Corporate Performance Plan targets.

14.5 That baseline performance targets are set using the District demographics in Appendix 2 and that these are developed for each service area with the support of the officer task group and Corporate Development. 


Background Papers


  None


Report prepared by:
  Andy Stovold, Community Partnerships Manager


The recommendations contained in this report DO NOT constitute a KEY DECISION.

APPENDICES / ATTACHMENTS
Appendix 1 – Commission For Racial Equality Auditing for equality Guidance

This section gives an overview of the key questions and sources of evidence for each Racial equality means quality attainment level.

Level one

Policy and planning

Prompts

· Does the authority/ department have an up-to-date (racial) equality policy?

· Are written policies in line with the 1976 Race Relations Act and the CRE’s Codes of Practice and other relevant legislation?

· Have corporate and departmental policies on (racial) equality been endorsed by members and senior officers?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· (Racial) equality policies and Action Plans 

· Committee reports and minutes 

· Minuted endorsements by members/ senior managers

Service delivery and customer care

Prompts

· Does the department/ directorate have an up-to-date policy on (racial) equality that has been endorsed by the relevant committees and senior officers?

· Does the department’s policy reflect the corporate (racial) equality policy, the 1976 Race Relations Act and other relevant legislation, and the relevant codes of practice?

· Has the policy been the subject of consultation with service users?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· (Racial) equality policies and Action Plans 

· Committee reports and minuted endorsements by members/ senior managers 

· Reports/ minutes/ evaluations/ other documented feed back from policy consultations with service users 

Community development

Prompts

· Does the authority’s mission statement include a commitment to help develop strong, secure, self-reliant, self-confident communities, free from unlawful discrimination, as one if its goals?

· Are the present and future needs of (ethnic) minority communities taken into account when making corporate/ departmental assessments of community needs?

· Are community needs assessments guided by corporate/ departmental (racial) equality policies and action plans?

· Is there a commitment to fund the (ethnic) minority voluntary sector?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· The authority’s mission statement, policies and strategic plans

· Corporate/ departmental assessments of community needs 

· Corporate/ departmental (racial) equality policies and action plans

· Funding bids and other appropriate

· Documentation showing commitment to fund the (ethnic) minority voluntary sector 

PRIVATE "TYPE=PICT;ALT=Go to" Employment (recruitment and selection)

Prompts

· What steps are taken to ensure that staff involved in recruitment and selection are aware of non-discriminatory practices and procedures?

· How does the authority/ department ensure that publicity for job vacancies and employment opportunities are not restricted to sources that would narrow the range of applicants?

· Does the authority/ department have a well-designed, standard application form that has been vetted for discriminatory language and cultural bias?

· Are job descriptions and selection criteria made clear to all potential applicants?

· Are recruitment and selection procedures consistent with the CRE’s Code of Practice in Employment?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· Recruitment and selection training programmes, reports and evaluations

· Publicity for job vacancies and employment opportunities in the (ethnic) minority press and other relevant outlets

· Candidates’ briefing papers

· Corporate/ departmental recruitment and selection procedures 

Employment (developing and retaining staff)

Prompts

· Are the implications for employees of the (racial) equality policy, the Race Relations Employment Code of Practice and other relevant legislative requirements included in staff induction?

· Are new staff informed about established networks and support groups?

· Are (racial) equality principles incorporated into training plans for all staff?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· Staff development programmes, policies and procedures

· Staff induction programmes

· Training evaluations

· Staff handbook

· Council newsletters and internal memos

Marketing and corporate image

Prompts

· Are all staff, applicants and new recruits provided with copies of the authority’s (racial) equality policy statement?

· Are all staff advised about the basic provisions of the 1976 Race Relations Act and the Race Relations Employment Code of Practice and other relevant legislation?

· Is the authority’s commitment to (racial) equality and the implications of its (racial) equality policy made clear in the staff handbook, recruitment literature and induction training?

· What documented evidence is available to demonstrate the above?

Sources of evidence

· Staff handbook and recruitment literature 

· Staff induction data, programmes and evaluations 

Source: www..cre.gov.uk/gdpract/govt_audit_key.html

Appendix 2: Population Estimates

2001 Census data showed there to be 82,848 residents in Three Rivers District Council. These were broken down as follows:

Gender

Male
48%

Female
52%

Age

<16
20.6%

16-19
4.4%

20-29
10.5%

30-59
43.2%

60-74
13.2%

75 and over
8.0%

Average age
39.3

Ethnic Origin

White
92.4%

Of which white Irish
2.0%

Mixed
1.3%

Asian or Asian British
4.7%

Indian
3.5%

Pakistani
0.4%

Bangladeshi
0.4%

Other Asian
0.6%

Black or Black British
1.0%

Caribbean
0.5%

African
0.4%

Other Black
0.1%

Chinese or Other Ethnic Group
0.7%

Disability

14.3% of the population are living with life long limiting illness

Religion

Christian
70.8%

Buddhist
0.2%

Hindu
2.6%

Jewish
2.1%

Muslim
1.5%

Sikh
0.3%

Other Religions
0.4%

No religion
14.9%

Not stated
7.2%

Sexual Orientation

3041 lesbian, gay and bisexual adults aged 16-74 estimated to be living in Three Rivers (NATSAL 2000). This is 5.2% of the adult population. 

 Appendix 3: Proposed New Structure For Equalities


Performance Management Structures

Community Engagement Structures


Local Area Forums





Citizens Panel





Equal Opportunities Forum





Management Board





Council





Executive





Domestic Violence Forum





Race & Faith Equality Forum





Youth Council





Pensioners Forum





LGBT Forum





Disability Forum





Equal Opportunities Officers Task Group
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