Hints and Tips

Introduction

Below is information that helps to unpack technical terms and look at some helpful hints on how to understand and approach dealing with Best Value and Equalities. The document demonstrates the correlation between best value and equalities and provides some guidance on how to deliver an inclusive service, where all customers feel valued. The guidance is by no means exhaustive but provides a good basis for looking at equality issues in service delivery.

Section 1 defines the terms

Section 2 lists the best value performance indicators 

Section 3 looks at BV2a and how to approach dealing with it

Section 4 looks at BV2b

Section 5 explores employment issues in relation to race equality

Section 6 looks at positive action

Section 7 Assessing the built environment
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Best Value and Equality

Best value is the duty of the local government to deliver services to clear standards - covering both cost and quality by the most effective, economic and efficient means. Performance indicators measure the achievement of the standards. The purpose is to seek means of achieving continuous inclusive improvement in service delivery.


The relationship between Best Value and Equalities is one of supporting those who are most vulnerable by encouraging and creating different ways of allowing access to facilities, goods, services and information. Equalities issues are an integral part of moving towards Best Value. Government guidance now contains a specific obligation to consider all aspects of equality during Best Value Reviews. 
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The following table demonstrates equalities related performance Indicators (The highlighted sections will be discussed in the document)

	Best Value Performance Indicator


	Equalities Implication

	BV 2a
	Reports on whether or not the department has adopted the Standard and if it has the level it believes it has reached.



	BV 2b
	requires reporting on the duty to promote racial equality




	BV 11a
	requires authorities to report on the percentage of top 5% of earners that are women (working within the authority excluding schools)



	BV 11 b
	requires authorities to report on the percentage of top 5% of earners from black and minority ethnic communities

	BV 16
	requires that an authority report on the percentage of local authority employees declaring that they meet the Disability Discrimination Act 1995 (DDA) disability definition compared with the percentage of economically active disabled people in the authority area

	BV 17
	requires that local authorities report on the percentage of local authority employees from minority ethnic communities compared with the percentage of the economically active minority ethnic community population in the authority area.

	BV 156
	requires that a report be made on the percentage of authority buildings open to the public in which all public areas are suitable for and accessible to disabled people

	BV 75
	requires that an authority report on the satisfaction of tenants of council housing with opportunities for participation in management and decision making in relation to housing services provided by their landlord: with results further broken down by (i) black and minority ethnic and (ii) non-black and minority ethnic tenants.

	BV 164
	requires that the authority report on whether it follows the Commission for Racial Equality's code of practice in rented housing and follows the Good Practice Standards for social landlords on tackling harassment included in Tackling Racial Harassment

	BV 165
	requires that the authority report on the percentage of pedestrian crossings with facilities for disabled people

	BV 174
	requires reporting on the number of racial incidents recorded by the authority per 100,000 population

	BV 175
	Requires an authority to report on the percentage of racial incidents that resulted in further action.

	BV 176
	Requires an authority to report on the number of domestic violence refuge places per 10,000 population, which are provided or supported by the authority.


Section 3
BV2A The Equality Standard

The Equality Standard is a framework, which will make mainstreaming equalities into service delivery and employment an issue for all aspects of the council’s work.

Equalities doesn’t just happen there are several stepping-stones in the equalities journey. The main aim of this document is to provide some guidance on how we can move from a service to an inclusive service. The list is by no means exhaustive.

Step 1 Service delivery (Check issues around service delivery)

	· What are the services you deliver?

· To whom do you deliver the service?

· How well is the service you deliver being received by the public?

· How do you asses the needs of the service users, have you carried out a needs analysis or customer satisfaction survey?

· If you are carrying out a survey are you ensuring that it represents the diversity of existing and potential service users e.g. varying abilities, races and ages?

· Have you timetabled impact assessments for all of your policies, starting with the most relevant e.g. the policies, which have a more profound impact on service users?

· Do you review your policies regularly?

· By what means do you ensure that equality objectives are communicated to both staff and customers? 

· Do you provide a forum for people from different communities to come together to discuss service provision?




Step 2 Discrimination (Who are the people who do not use your service)

	· What is the current demography of Salford?

· Do your existing service users reflect the demography?

· Are their any practices, policies or procedures that may unwittingly discriminate against potential service users?

· Have you carried out impact assessments on policies and procedures?




Step 3 What can we do to get people to use the services we provide?

	· What are you doing to make the service accessible and inclusive? E.g. brail, alternative languages, accessible, clear and easily understood

· How do you advertise your service?

· Have you carried out a needs assessment to determine the needs of your service users?




Step 4 
Monitoring

· What support mechanisms have you got in place to ensure that action plans are revised and that equality objectives are being met?

· How often do you review your service delivery?

Consultation is the key to providing inclusive service delivery, listed below are groups that are traditionally left out of the consultation process

Consultation:

Groups that are sometimes overlooked in consultation:

· Groups that are new to this country, such as refugees and asylum seekers;

· Groups that have often been excluded by public authorities, such as gypsies and travellers

· Women from ethnic communities

· Young or older people from ethnic minorities;

· Relatively isolated families or individuals in rural areas, including shopkeepers and restaurant owners from ethnic minorities; and 

· People who live in one area and work in another, so have needs in both

Source: Assessing and consulting on proposed policies CRE, May 2002

Section 4
BV2B  The duty to promote racial equality.

Under the general duty public authorities must aim to:

· Eliminate unlawful racial discrimination

· Promote equal opportunities; and

· Promote good relations between people from different racial groups

Good race relations

The CRE describes good race relations as’ communities that respect their differences and, secure in the knowledge that they have equal rights and opportunities, pool their talents and energies to achieve

Step 1 Policy and Service Delivery

	· What services do you deliver?

· Make a list of the functions 
 and policies 
 that are relevant to race equality and service delivery?

· Do you carry out customer satisfaction surveys to ascertain how your service can be improved?

· When you carry out needs analysis’s how do you ensure that service users from different racial groups are consulted?

· What methods do use to consult with people from differing racial groups? E.g. some people may not have English as a first language   

· Consider whether your function or policy affects relations between people from different racial groups? E.g. Is the service you provide proportionately more in favour of one race.

· By what means do you ensure that equality objectives are communicated effectively to both staff and customers from different racial groups? E.g. Citizens panels, different media used to communicate to both staff and customers




Step 2 Discrimination (Who are the people who do not use your service)

	· What is the demography of Salford

· Are the people that you deliver the service to proportionate to the demography of the people from different racial groups that live in the area, if not why not?

· Have you carried out impact assessments to ensure that the services you provide do not unwittingly discriminate against service users from a particular racial group?

· What cultural information do you have available about service users from different backgrounds?

· How is this information on varying cultural needs disseminated to the service providers? (N.B. not everyone from a culturally specific group is the same and assumptions must not be made that people from one particular racial group should be treated exactly the same)




Step 3 What can we do to get people to use the services we provide?

	· How and where do you advertise the services you provide? E.g. Ethnic minority press, various clubs and associations?

· When advertising services are the services advertised in different languages, clear and easily understood?

· When advertising a service what imagery do you use to promote an inclusive service?
· Have approaches been made to people from different ethnic communities to ask them about the service they require and how the existing service can be improved?


Step 4 Monitoring

	· What mechanisms are in place to ensure feedback from service users from varying cultural backgrounds is used to provide the service that they need?

· How often do you review your service delivery and how do you ensure that the feedback from minority groups is included in service revisions?

· How do you communicate service revisions to people from varying races?
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Employment

Employment is a relevant function for all public authorities bound by the general duty and is part of the general duty to promote racial equality.

The Authority must carry out an audit by racial group and monitor the following by racial group, employees who:

· receive training

· benefit or suffer detriment from performance appraisals

· are involved in grievances

· have disciplinary action taken against them

· end employment with the authority (including dismissals)

Things to consider

	· Does your workforce reflect the community you serve?

· Find out the demography of racial groups in Salford

· Does your department reflect this demography?

· At what grade are people from different racial groups employed, is there a perceived ceiling-how can it be challenged?

· If the level is disproportionate to the demography what positive action measures are been taken to increase the representation of people from differing racial groups? 

· Are their any mentoring programmes available to address the imbalance? 

· Are any bodies or associations trying to place people with the necessary skills who are from minority groups

· How are the skills of your current minority staff being used

· Are trainees recruited from different racial groups?

· Set targets for recruiting minority groups. 
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What is positive action
The term 'positive action' refers to a number of methods designed to counteract the effects of past discrimination and to help abolish stereotyping. 

Action can be taken to encourage people from particular groups to take advantage of opportunities for work and training. This can be done when under representation of particular groups has been identified in the previous year.  Sections 37 and 38 of the Race Relations Action 1976 allow an employer to give special encouragement and provide specific training for a particular racial group.

As a public sector organisation we have a duty to be the flag ship for positive action programmes and set the standard, so others may follow.

Positive Action is often confused with positive discrimination. Positive discrimination, which generally means employing someone because they come from a deprived group in spite of whether they have the relevant skills and qualifications, is unlawful. 

Positive measures are allowed by the law to encourage employees and potential employees who are members of particular groups which are under-represented in particular work. Discrimination at the point of selection for work, however, is not permitted in these circumstances. 

Such measures are important of the development of equality and diversity practices. 

Good Practice

· Job advertisements designed to reach members of these groups and to encourage their applications: for example, through the use of the ethnic minority press, as well as other newspapers.

· Use of the employment agencies and careers offices in areas where under-represented groups are concentrated. 

· Recruitment and training schemes for school leavers designed to reach members of these younger aged groups. E.g. Skills City

· Encouragement to employees from under-represented groups to apply for promotion or transfer opportunities. 

· Training for promotion or skill training for employees of under-represented groups who lack particular expertise but show potential: supervisory training this may include language training. 

· Positive action is not about giving more favourable treatment to particular groups in the recruitment process. Positive action in training is lawful, provided certain criteria is met. Selection for recruitment or promotion must be based solely on merit! 

Section 7 
BV 156 Assessing the Built Environment

For the Council to get the best value from it’s buildings it is important that all people can access the services found in council venues. Access concerns more than just the built environment, but takes into account how people use a service and how they are served. BV 156, however, is concerned with the built environment and making sure the structure is accessible.

	· Asses the public areas of your venue to see if they meet BS approved Part M of the building regulations.

· Is the approach accessible?

· Pavements in good condition

· Disability parking bays

· Well signposted

· Is there a level entrance or a ramped/stepped entrance?

· Ramp width at 1200mm, no steeper than 1 in 12 slope, and no longer    than 5 meters

· Proper support railings for both steps and ramp

· Bright colour contrasting for front edge of steps

· Is the entrance door accessible?

· Is your reception accessible with a low area?

· Are all public areas easy to get to and accessible?

· Is there a need for a lift to access upper floors?

· Is there an accessible toilet for disabled people?






















Improved & inclusive service delivery





Best Value





Equalities








� functions’ means the full range of your duties and powers 





� policies refers to your formal and informal decisions on how you carry out your        duties and use your powers





