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1
PURPOSE

1.1
To update Members on work which has been undertaken in relation to the Equalities Standard for Local Government.

1.2
Relevance to the Council’s ambitions and priorities:

· Council Ambitions - Council’s Ambitions:  our overarching aim is to be a well managed council 
which provides efficient services based on identified Customer needs.  Our work on the Equalities and Diversity agenda will contribute to the achievement of this aim.
· Community Objectives - Actions to identify the profile of Ribble Valley staff and citizens will enable us to meet the needs of our diverse communities.
· Corporate Priorities - The actions proposed contribute to Objective 2 of our Corporate Plan “To deliver high quality, efficient, cost effective, customer focussed services”.
· Other Considerations – None.

2
BACKGROUND

2.1
The council has legislative responsibility for equalities in relation to the following:

i.
Disability Discrimination Acts 1995 and 2005

ii.
Disability Rights Commission Act 1999

iii.
Equal Pay Act 1970 (as amended)

iv.
Sex Discrimination Act 1986

v.
Sex Discrimination Act (Gender Reassignment) Regulations 1999

vi.
Sex Discrimination (Indirect Discrimination and Burden of Proof) Regulations 1999

vii.
Race Relations Act 1976

viii.
Race Relations (Amendment) Act 2000

ix.
Human Rights Act 1998

x.
Code of Practice on Age Diversity in Employment 1999

xi.
The Employment Equality (Religion or Belief) Regulations 2003

xii.
The Employment Equality (Sexual Orientation) Regulations 2003


2.2
The Equality Standard recognises the importance of fair and equal treatment in local government services and employment and has been developed as a tool to enable authorities to mainstream gender, race and disability into council policy and practice at all levels. 

 2.3
The Standard is a means to combat the institutional processes that lead to discrimination and which form part of the culture and administration and governance in Britain. Current assumptions and practices can set up barriers that prevent access and discriminate against people through race, gender and disability. Working with the Standard will allow local authorities to mainstream equality, thereby ensuring that discriminatory barriers which prevent equal access to services and employment are identified and removed. The Standard has been written to provide a common approach for dealing with equality for race, gender and disability. This common approach is important because it means the same framework can be used for addressing all disadvantaged groups. However, this should not lead to the view that race, gender and disability can be dealt with as a single issue – the barriers will vary and each strand requires separate treatment.  

2.4  
What is the Standard?  The Equality Standard is a framework that sets up a way of working within local authorities which will make mainstreaming equalities into service delivery and employment an issue for all aspects of the council’s work. Using five levels, authorities will be able to introduce a comprehensive and systematic approach to dealing with equalities. These levels cover all aspects of policy-making, service delivery and employment.

2.5 
The Standard:

· 
Provides a systematic framework for the mainstreaming of equalities
· 
Helps local authorities to meet their obligations under the law
· 
Integrates equalities policies and objectives with Comprehensive 
Performance Assessment (CPA)
· 
Encourages the development of anti-discrimination practice 
appropriate to local circumstances.
· 
Provides a basis for tackling forms of institutionalised discrimination. 
· 
Provides a framework for improving performance, over time.
2.6  
The standard builds on the principles of:

· 
Quality
· 
Leadership  
· 
Community involvement. 
2.7 
Local authorities will be able to assess their progress based on five levels:

Level 1: 
Commitment 
Level 2: 
Assessment and Consultation
Level 3: 
Equality objectives and targets
Level 4: 
Information systems and monitoring against targets 
Level 5:
Achieving and reviewing outcomes


Successful implementation of the standard will depend on a partnership between the council and the community and should involve:

Councillors

(
to provide leadership and support




(
to ensure resources are available



(
to engage with the local community



(
to provide a scrutiny role
Managers/Staff
(
to work towards speedy implementation
Trades Unions
(
to organise and participate in training

( 
to challenge existing cultures and traditions

(
to engage with the community
Community/
(
to work with the equality planning process
Voluntary Sector
(
to participate in scrutiny

(
to extend knowledge of equality standard within 


community


The Standard represents a tool that can bring about change but this can only be achieved through an active engagement in the processes it sets out.

3
ISSUES

3.1
In 2006 we were identified by the Improvement and Development Agency (IDeA) as being one of a relatively small number of authorities in the country who were at level 0 of the Equalities Standard.  As a result, we were offered support by the IDeA to improve our performance against the standard in the form of 10 days consultancy support from their equalities specialist department – ‘Dialog’.

3.2
In October 2006 a Dialog consultant – Doug Feery, visited the council to carry out a diagnostic assessment of our current position in relation to the Equalities Standard and to produce a set of recommendations and action plan to implement the standard.  The assessment included a review of existing documentation and interviews with the Chief Executive, a Service Manager, an Elected Member and representatives of community groups eg the Ribble Valley Access Group.  

3.3 
Following the assessment, Doug Feery returned to the council to assist with the identification of steps which needed to be taken to improve our progress towards the standard.  As a result, a number of actions have been taken:

a) 
We have established an Equalities Steering Group to progress and monitor activity towards the standard.  The terms of reference for the Steering Group are attached at Appendix B.

b)
We have directed each Service Manager to carry out a self-assessment of their key functions to identify of those functions the level of impact the policies/procedures and service deliverables, have on key minority groups. This action must be completed by the end of August 2007.   

c) 
The self-assessment documents will then be reviewed by the Equalities Steering Group, who will produce a more detailed action plan outlining key priorities and establishing a timetable for the completion of Equality Impact Assessments. The Impact Assessments are part of the work required to achieve Level 2 of the standard.

3.4
The activity outlined at 3.3 was approved by Personnel Committee at its meeting on 6 June 2007 together with a formal commitment to the Equalities agenda and more specifically to the Equalities Standard for Local Government.  The Equalities Steering group will present regular updates to Personnel over the next 12 months.  


 3.5
The Equalities Steering Group have also produced a draft production of a Comprehensive Equality Policy for the Council.  This is an overarching document which outlines our formal commitment to the Equalities agenda and pulls together actions from our individual equality polices eg Race Equality Scheme, Disability Equality Scheme.  The draft policy is attached for your consideration.

3.5
We will also provide equality and diversity training for staff and members over the next 2 years.

4
RISK ASSESSMENT

4.1
The approval of this report may have the following implications:

· Resources – As there are limited funds available in the corporate training budget for 2007/08 it may be necessary to either increase the available budget to support organisation wide diversity training, or to phase the training in over a period of 2 years. 

· Technical, Environmental and Legal - Our legislative responsibilities are highlighed at 2.1, if we fail to carry out these responsibilities we may be subject to enforcement action by the Equalities Commission.

· Political – None.

· Reputation - Failure to acknowledge our responsibilities, or take action in relation to equalities could damage our reputation as a fair and responsible employer.  Any legal measures taken against the council for failure to act in accordance with the legislative framework could result in damaging publicity.

5
RECOMMENDED THAT COMMITTEE
5.1
Receive the report.

5.2
Review the draft Comprehensive Equalities Policy and forward any comments to the Equalities Steering Group.


HUMAN RESOURCES MANAGER

For further information please ask for Michelle Smith, ext 4402
(06060703) 
DECISION








