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1.
Introduction

Welcome to the council’s first 'Gender equality scheme'.  This scheme enables us to demonstrate the work undertaken to provide services appropriate to the needs of the people of Salford and identify our plans for improvement.

Salford is a diverse city. To deliver its mission “to achieve the best possible quality of life for the people of Salford” the council has developed 7 pledges including;

Pledge 5: promoting inclusion in Salford – we will tackle poverty and social inequalities and increase involvement of local communities in shaping the future of the city.

It is therefore our aim to ensure that:

· services meet the needs of men and women e.g. development of female or male only services in response to user needs; adequate support for victims of domestic violence; public transport enables women to travel at night without fear.
· inequalities are effectively addressed e.g. the pay gap is closing; there is an increased representation at senior levels in the organisation; men and women are involved in areas where they have traditionally been unrepresented.

· men and women have the opportunity to reach their potential

· men and women feel supported in balancing work and their care responsibilities e.g. through flexible working.

This scheme will play a key role in achieving these aims. 

! (Councillor Bill Hinds) am the lead member for equality and diversity issues throughout the council.  I also chair the 'Equal opportunities forum', comprising councillors and representatives from external organisations.  Its remit is to consider equality and diversity issues on behalf of the council.  It meets bi-monthly.   Salford Women's Centre and the council’s 'Lesbian, gay bisexual and trans diversity staff group' are represented on the forum.

If you require general information on the council, visit www.salford.gov.uk
If you would like specific information relating to equality and diversity issues, visit http://www.salford.gov.uk/equality 

2.
Structure of the 'Gender equality scheme'

This document is divided into a number of sections, which provide information on a range of initiatives. 

Section 3 provides background information on the legal framework and information about the requirements of the general duties and the specific duty under the 'Equality act 2006'.

Section 4 focuses on consultation and involvement.

Section 5 talks about the development of the 'Lesbian, gay, bisexual and trans diversity staff group' within the council.

Section 6 discusses procurement. 

Section 7 highlights key issues in workforce and employment related matters.

Section 8 provides information about the role of scrutiny committees within the council.

Section 9 considers the steps to taken to raise awareness of staff, through training, to equip them to work with members of the public. 

Section 10 discusses the 'equality impact assessment' approach to make sure that services and employment opportunities are accessible. 

Section 11 concludes by summarising key themes and issues relevant to the philosophy and implementation of the scheme. 

Section 12 focuses on the contribution to the scheme being made within and by the six directorates within the council, to the promotion of equality of access to services, employment and other opportunities for involvement within the council.  Directorates have provided specific information:-

· A brief description of the role/functions of the directorate

· Information celebrating success, through the development of good practice

· An action plan, identifying areas which will be developed and improved, initially in the first year of the operation of the 'Gender equality scheme'. (Whilst the 'Gender equality scheme' covers a three-year period, the action plans only cover the first year of activities at this stage.  This is to enable directorates to develop consider strategies and different ways of working to meet the different needs of men and women and transgender people which will in turn be reflected in the action plans for the second and third years).  It is also envisaged that through consultation, the content of action plans will be informed by contributions made by consultees.

3.
Background to the revised legislation and the 'Gender equality scheme'

The 'Equality Act 2006' amended the 'Sex Discrimination Act 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 discrimination and harassment and discrimination which is unlawful under the 'Sex discrimination act' and discrimination which is unlawful under the  'Equal Pay Act 1970'.

· promote equality of opportunity between men and women.

This is known as the 'General duty' and is effective from 6th April 2007.  In addition to this, there are specific duties, one of which is the production of a 'Gender equality scheme', showing how it will meet the 'General duty' and the specific duties and setting out its gender equality objectives. 

As part of the duty, public authorities are required to have due regard to the need to eliminate unlawful discrimination and harassment in employment and vocational training (including further and higher education) for people who intend to undergo are undergoing or have undergone gender reassignment.  The scope of legal protection against discrimination on grounds of gender reassignment in the provision of goods and services will be extended in the 'Sex Discrimination Act' from 21 December 2007   

To support progress in delivering the general duty, there is also a series of 'specific duties' which apply to listed public authorities, which includes councils.

The specific duties in brief, are:

· To prepare and publish a gender equality scheme, showing how it will meet its general and specific duties and setting out its gender equality objectives

· In formulating its overall objectives, to consider the need to include objectives to address the causes of any gender pay gap

· To gather and use information on how the public authority’s policies and practices affect gender equality in the workplace and in the delivery of services

· To consult stakeholders (i.e. employees, service users and other, including trade unions) and take account of relevant information in order to determine its gender equality objectives.

· To assess the impact of it's current and proposed policies and practices on gender equality

· To implement the actions set out in the scheme within three years, unless it is unreasonable or impracticable to do so

· To report against the scheme every year and review the scheme at least every three years.

The first scheme has been published, as required, by 30 April 2007.

4.
Consultation and involvement

The council has developed links with partner organisations and contributions from them will be welcomed to help improve the range of relevant services and employment opportunities offered by the council.  We will also work collaboratively where opportunities arise and where there is a common interest, so share information, expertise and ideas.  

The council has developed strong links with the 'Women’s centre' in Salford and has worked collaboratively with the centre to on a number of initiatives including an event which 23 women from all ages and backgrounds representing a range of organisations had the opportunity to work together to identify areas of common interest and bring about change.

Council officers have recently attended and contributed to a consultation event run by the 'North west development agency' (NDWA) in respect of the production of their 'Gender equality scheme'.  This provided an opportunity to exchange and share information and ideas with other delegates as well as the NWDA.  Specific work has also been undertaken with Oxfam in respect of the 'Gender equality duty'.

As part of the 'equality impact assessment' process briefing sessions have been held with external organisations to give their views on the provision of services and employment from their perspective. These have included the 'Lesbian and gay foundation', the 'Gender trust' and Salford Women's Centre. The organisations will be invited to comment on the council’s proposals to promote gender equality, as outlined in this scheme.

5.
The 'Lesbian, gay, bisexual and trans diversity staff group' 

Salford City Council LGBT employees network launched in December 2006. This followed a series of prior working group meetings where various LGBT employees were invited to iron out some of the details and plan holding a successful launch.

The launch was well attended, with two councillors speaking to lend their support to the group and to the cause of equality of opportunity for LGBT. This was followed by a productive and creative idea generation session. Co-chairs (one male and one female) were appointed at a meeting in February and they are currently writing an action plan based on the ideas from the launch event and other issues that the group has identified.

This action plan will be presented to the group to review at the next meeting so that they can see where the group is going, have a chance to comment and influence change. Participants have high hopes for what the group can achieve and are keen to start delivering.
6.
Procurement

The council procures goods, works and services from private and voluntary organisations. We take into account the economic and social implications of that investment and ensure that it is consistent with our legal and policy requirements.

Our procurement procedures are designed to combat discrimination and promote equality of opportunity and good community relations. We are committed to eliminating both direct and indirect discrimination and our procurement strategy and seeks to emulate best practice. Similarly, we recognise the ability of voluntary and community organisations (VCO’s) to provide valuable and effective services which represent best value and will seek their early involvement in projects.

7.
Workforce and employment related issues

A comprehensive pay and grading review will continue on the conclusion of the 'Job evaluation project'.  This will provide a fair and equitable pay structure which takes account of equalities issues around pay.

The council actively promotes flexible working where possible and has a range of policies to support employees wishing to combine domestic and other responsibilities with work, to enable an appropriate work/life balance.  The introduction of home working is an example of a specific initiative which has provided opportunities for some people to access employment who may otherwise not have been able to do so.

Recruitment and selection procedures are currently being reviewed and managers are being encouraged to be innovative in the way they recruit to vacancies to attract and retain the best staff.

Following a recent employee audit, a more sophisticated analysis of employee is being prepared.  This will provide useful information to assist with workforce planning, highlight trends and address any relevant gender related issues which are identified.

8.
Scrutiny committees

The role of 'Overview and scrutiny' is to look at the services and issues that affect the lives of people in Salford.  

It's about listening to the concerns of local people and to check how the council and other organisations are performing and where necessary seek improvement.

Six overview and scrutiny committees have been established to oversee the work of the cabinet, lead members and other agencies and, importantly to ensure that the council’s performance is monitored and that the policies, plans and practices are developed properly and carried out effectively.

The scrutiny committees normally meet once a month.  They are made up of a number of elected members and they can enlist the assistance of co-opted members who are able to give advice and share specialist knowledge.

Scrutiny is also about helping the council to work with local people, service partners, other organisations and voluntary/community groups, to improve the quality of life for people in Salford.

In carrying out their role, members of 'Overview and scrutiny' committees will check that the council’s 'Gender equality duty' is being implemented both corporately and within individual services as appropriate. Suitable training opportunities will be identified to enable members to carry out this role effectively.

Members of the 'Customer and Support Services Scrutiny Committee', for example, have undertaken two training sessions entitled 'Scrutinising for equality'.

Further sessions have also been held for councillors on the other scrutiny committees to explain the council’s statutory duties; the work that must be done to assess the council’s current position on equality and diversity, looking at its policies and the collection of data, and the actions needed to make improvements for the future.

All overview and scrutiny committees are committed to continually improving the council’s position on equality and diversity and bear this issue in mind when developing or reviewing policies or services. 

The 'Customer and Support Services Scrutiny Committee', in particular, has an important monitoring role to play and will continue to bring relevant issues to the fore through its work programme. 

9 
Training

The council is currently undertaking 2-days of equality training for all employees. The first day is ‘awareness’ training which includes identifying statutory responsibilities as well as discussing individual and institutional discrimination. This is followed by a second day related to the specific issues for their service delivery role.

It is envisaged that this training will be complete by 2009.

The council has also established a network of Diversity leaders – volunteers who have undertaken a further 3-days of training to provide them with enhanced knowledge and understanding of equality issues. Diversity leaders assist the council in achieving equality goals and statutory responsibilities by providing advice to managers and employees, scrutinising services and supporting the equality impact assessments.
Currently there are over 100 diversity leaders. It is intended that this will rise to towards 200.

10
'Equality impact assessments'

Directorates are currently undertaking 'equality impact assessments' (EqIAs) on everything that they do to ensure that their services and employment opportunities are accessible to as many people as possible. This means that all policies and procedures, functions, custom and practice, whether written or unwritten, formal or informal will be impact assessed to see if there are any adverse effects on any member of the community in terms of, for example, disability, race, gender, age, sexual orientation and religion and/or belief.  Any barriers to people accessing the council’s services which are identified will be addressed within the 'equality impact assessment' process, where this is possible.

As part of the 'equality impact assessment' exercise, the council has asked community and other groups across the city to come in and talk to managers and officers involved in the EqIA process about the issues that they face when accessing the council’s services.

Policies and procedures will be prioritised and screened (decide whether a full impact assessment is required) by mid-2007. The 'equality impact assessment' process will involve the collection and collation of quantitative and qualitative data and consultation with relevant groups across the city. It is intended that the process will be completed by March 2008, although thereafter there will be an ongoing review process in place.
 The council has also purchased an e-tool from which will provide directorates with a systematic method of undertaking and recording the assessments.
11.
Conclusions

The 'Gender equality scheme' has provided an opportunity to review where we are and what we can do to make sure that men, women and transgender people disabled people - whether visitors or residents – can become fully involved and enjoy life in Salford. Our contribution is to make our services better for each of these groups, as well as providing employment opportunities so that everyone can be economically active and fulfil their potential.  This is an opportunity to build on our successes.

We will continue to build links and work with relevant external organisations in Salford to share information and ideas which work with and support people with disabilities.  We will also use the expertise of staff within the council and in particular the newly formed staff group for members of staff identifying themselves as being lesbian, gay, bisexual or transgender. Working with representatives of all these groups has provided the building blocks to encourage contact so we can work in partnership to make the council accessible to everyone

We have invested in our staff through the development of training and other opportunities to raise their awareness, which is critical to success in achieving our aims.   

We are, however, clear that we need to continue to improve and the action plans (attached) show where we wish to concentrate our attentions for the first year.  We are aware that we must produce action plans covering a three-year period.  The action plans for year one have been produced and work on the action plans for year two will start during year one.  Identifying areas for improvement is part of a continuous process which needs to be integrated into all areas of service planning throughout the council.  There will be activities which we may need to look at again in the light of additional information which we receive.  Where we think this will improve the likelihood of achieving integration, we will make the necessary changes.  We will also need to continue to challenge positively and where necessary, change the way we think. We will continue to ensure that the action plans are working, implemented, reviewed and amended, as necessary.

Improved outcomes for men, women and transgender people is a key goal for the council, which fits in with the council’s values and pledges, which we can achieve.  We will continue to demonstrate that we can deliver activities, services and employment opportunities which are inclusive so we help to make Salford a truly diverse city.

Councillor Bill Hinds

Lead Member for Customer and Support Services.

Section 12

Housing and Planning Directorate

Directorate role/function

The biggest challenge ahead for the housing division is the implementation of the 'Housing options appraisal'. The 'Housing options appraisal' was undertaken to identify (through detailed consultation with tenants and residents) the best option for areas within the city of Salford to achieve the 'Decent Homes Standard' by 2010.  In May 2005 the 'Housing options steering group' made up of tenants, councillors and the independent tenant advisor made recommendations to the council for a mixed solution approach to investment in council housing.

Council housing in the city of Salford will therefore be delivered differently in the future with an 'Arms length management organisation' (ALMO) responsible for only part of the housing stock as opposed to it all.  In the future a number of new organisations including a 'Local housing company, a new ALMO and a private finance initiative will be responsible for providing housing in the city.

The planning division largely consists of two constituent parts:

1. Spatial planning; This section is responsible for producing the city council's planning policies, and providing advice on their implementation. It also contributes to the development of strategic environmental projects. It has a significant information and research function to underpin all of this work, which also feeds into a wide range of corporate projects. In addition, it signs off all delegated decisions on planning applications. 

2. Planning regeneration; this has two main elements:

Regeneration & implementation

· undertaking planning implementation work to support regeneration and environmental improvement programmes and projects, including in support of the 'Central Salford urban regeneration company' and the 'Manchester/Salford Housing Manchester Renewal Pathfinder'.

· This is delivered through the 'Planning regeneration group' (including the 'Major projects team') and a small seconded team working within 'Central Salford URC'.

Design & heritage

· Promoting good design in the built environment, building on the city’s history and the heritage assets that give it its sense of place whilst creating a city that meets the requirements and challenges of the 21st century.

· This is delivered through the newly established 'Design & heritage group'.

Position statement 

a. Increasing job opportunities for Salford residents.

'The step 1 training programme' seeks to respond to existing skills shortages in the construction industry and ensure that the wider social benefits are gained from the opportunities presented by 'Housing capital investment programmes'.  'Great places housing group' and 'Contour housing group' run the programme on behalf of Salford City Council.  The project equips unemployed Salford residents with skills to access the job opportunities that will be generated by the housing investment programme across the city in the next 5-10 years.  'The step 1 training programme' provides participants with a structured programme of support with training, recruitment and employment over a period of six months.  The pilot phase of 'Step' has proved highly successful with feedback from participants and employers being very positive.  Further improvements are being made to the programme for 2007/08, including promotion of the scheme to unemployed female residents with the aim of increasing the number of female participants in 'Step 1' in the future. 

b. Supported housing.

A single women’s only supported housing scheme is being developed to provide vulnerable women with complex needs, the appropriate support to enable them to re-integrate into the community.  

c. The 'Sanctuary scheme' and homelessness prevention.

Relationship breakdown and domestic abuse is one of the main reasons behind people becoming homeless.  The 'Sanctuary scheme' provides additional security measures for domestic violence victims.  The additional security enables the victims to remain in safety in their own homes.  The 'Sanctuary scheme' impacts not only on the victim but also on the family (where applicable), in that by avoiding moving out of the family home, children are less likely to have to face the disruption caused by having to move schools etc.

When dealing with potentially sensitive issues (including domestic abuse cases) whilst providing housing advice and or undertaking homelessness interviews, the officers use their judgment as to the most appropriate officer to undertake that interview.  For example in the case of a female client that had suffered domestic abuse then a female officer would undertake the interview.  Male clients would also be given the opportunity to be interviewed by an officer of the same sex.

The 'Housing advice and support team' are also involved in a multi agency scheme whereby serious domestic abuse cases can be discussed to address the needs of both the perpetrator and the victim.  If the perpetrator previously lived with the victim and had nowhere to live, assistance is provided to re-home them.  Support is also provided for the perpetrator to access agencies that could provide additional help such as anger management. 

d.
   Designing out crime and reducing fear of crime.

The 'Spatial planning section' in the 'Planning division' is responsible for developing the 'Unitary development plan' (a land use plan setting the overarching design policies that are used to determine all new development in the city of Salford).  The UDP therefore encourages the good design of buildings and the space around them for the benefit of all.  Design benefits that could be of particular advantage to men or women with caring responsibilities include better access for prams or pushchairs.  Also the 'Design and crime supplementary planning document', which is currently in the process of being produced, will specifically tackle how good design can prevent crime e.g. by providing good lighting, ensuring fencing is visible so people cannot hide behind them, ensuring public spaces are overlooked and do not have dark corners and that landscaping does not provide places for people to hide.  These measures could benefit women in particular who tend to have a greater fear of crime at night or when it is dark.

The UDP also promotes the development of sustainable communities.  Sustainable communities benefit all, but the main aim is to provide a range of services within easy reach of all people that live in that community e.g. health services, educational facilities, shopping, job opportunities etc.  Women in particular could benefit because they are more likely to need to access healthcare, childcare and food shopping and by having all of these services at the heart of the community there would be less need to travel. 
d. Gender and consultation.

Prior to consultations taking place, the steps needed to ensure a representative response is considered.  As part of most consultations, equality information is collected (including gender).  As part of a recent consultation undertaken for the 'Learning difficulties housing and support strategy', the response rates from men and women were found to be fairly equal.  As part of the action plan that follows, the directorate plans to extend this approach to all consultations.

e. 'Equality impact assessments'.

The directorate has a programme in place for undertaking 'equality impact assessments'.  The assessments are being done using the corporately adopted e-tool produced by 'Trinity training'.  The e-tool includes the need to impact assess the gender implications of policies and as the impact assessments are completed, the gaps will be established.  These issues or ‘gaps’ will be used to form an overall action plan to which timescales and responsible officers will be assigned.

Action plan

The directorate action plan is set out in the table which follows:

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Gender specific data collection 
	1.1 Implementing introduction of revised standard monitoring forms

1.2 Extend to cover all consultation exercises 

1.3 Working more closely with partner organisations and stakeholder groups (consider feasibility of exploring via 'Strategic housing partnership', various partnership boards)


	· 'Housing and planning equality working group' (H&PEWG) comprises women and men representing every 'Housing services team' and planning reps

· Colleagues with knowledge of monitoring and generic E&D issues have been consulted on the content of the form


	· 'Performance monitoring team' in first instance 

· H&PEWG

· All housing services teams
	1. Extend availability of gender specific data 

2. Raise profile of requirement for gender specific data within the directorate

3. Better evidence base for strategy, policy and service development 

	2.


	Identifying gender specific data sources, gaps in available data, plugging the gaps 
	E&D data audit using existing work programmes:

· Programme of generic 'equality impact assessments'

· Information sharing exercises via H&PEWG

· Information sub-group to produce quarterly E&D/ deprivation data in addition to 'Housing market bulletins'

· Utilise existing links with specific interest groups 

· Consultation re HSS activities will assist in plugging data gaps
	No proposals to involve women and men as individuals in this process. 

However EQIAs involve consultation that can be analysed by gender.

Specific interest groups to include groups that address transgender / transsexual issues


	· 'Performance monitoring team'

· H&PEWG

· Housing services teams
	As above plus

1 Qualitative data will be more likely to be available where quantitative data is not available as yet (current gender gaps would be trans issues, intersectional gender issues)

2 Gender data more comprehensive

	3.


	Gender specific data analysis
	3.2 Improve storage, retrieval and analysis of data collected so as to facilitate focus on gender specific perspective

3.3 Carry out gender analysis

3.4 Assess issues pointed up by 2.3 within appropriate team and H&PEWG in first instance

3.4 Feed analysis from 2.2 and 2.3 into

· current/relevant strategy, policy, service, project etc development

· appropriate service provider or service user 

3.5 Gender analysis of satisfaction surveys and complaints

3.6 Dissemination of above via H&PEWG and diversity leaders


	· Service Provider (and user) groups include women and men

· Build gender specific consultation into strategy, policy, service development 

· Women and men are already included in consultation – add a gender specific focus

· Presenting data during consultation & giving feedback to consultees 
	· All H&P teams

· Co-ordination: performance monitoring

· Named officers re specific pieces of work

· IT people (is this the hard part?)
	Gender evidence base for strategy, policy, service delivery development 



	4.


	[Extend] Gender specific analysis of participants in consultation
	4.1 Introduce use of standard E&D monitoring form to all consultation exercises

4.2 Analyse participation in all forms of consultation by gender (and other E&D strands)
	As part of consultation 

explain

· need to find out who participates in consultation benefits of gender analysis

· results
	· All H&P teams

· Performance monitoring
	

	5.


	 Focusing on outcomes – for women and men
	· Recognising that processes are tools and not outcomes

· Implement 'Communications strategy' (via H&PEWG)

· Work more closely with social inclusion colleagues (Via H&PEWG and specific projects)

· Joint EQIAs – pilot involving service user groups (involving males and females)

· Extend approach adopted for LD strategy to other groups
	· Consultation

· Possibility of involvement in strategy development (capacity has already been built) under consideration. Not possible to be specific as this has yet to be agreed with user groups
	· 'Housing services teams'

· H&PEWG
	Changes in the way we work


Environment Directorate

The structure of the directorate

The directorate had two main divisions in 2006/7: customer and regulatory services and liveability. Each division has a head of service, who supports the director and deputy director in the strategic and operational management of the directorate, and four deputy directors. Since 2005 the directorate has responsibility for 'Citywide services' for cleaning and catering and for licensing services.
The main functions of the directorate 2006/7 include:

	Liveability
	                Customer and regulatory services
	

	Refuse collection

Street cleansing

Grounds maintenance

Parks and open-space

Events

Rangers team

Vehicle management and maintenance

Salford pride

Winter maintenance

Commercial contracts

Recycling initiatives

Anti-graffiti

Environmental strategy

Litter enforcement


	Bereavement services

Strategic planning

Performance Management

Quality initiatives

Community focus

Financial services

Personnel services

Administration

Secretarial

Information technology / systems

Training and development

	Food hygiene

Health and safety

Pest control

Consumer protection 

Consumer advice

Weights and measures

Pollution control

Building cleaning services

School staff and welfare Catering

Commercial and function Catering

Licensing


Currently there are around 1500 employees within the directorate, serving a Salford wide population of approximately 220,000.

Position statement

Training

The directorate is committed to training and development as evidenced through IIP recognition and equality issues, including gender, will be included within training plans, etc.  Equality issues in general, including gender, have been discussed in detail at the 'Directorate management group' and cascaded to service teams as well as featuring in the directorate’s newsletter 'Escoset'.

All staff are currently receiving equality and diversity training, as part of a three year council-wide training programme. This training covers a wide range of equality issues and gender issues are included. All staff will receive general awareness training, and either customer focus or management training. 

A number of staff will be involved in carrying out 'equality impact assessments' for their services and have been given the opportunity to attend consultation / awareness sessions with various gender based groups.

Consultation

The directorate has a detailed and formalised consultation methodology established as evidenced through the four charter marks achieved. There is a plethora of consultation activities undertaken throughout the directorate, both internally and externally. These include:

	Internal
	External

	Specialist unit meetings,
	AGMA service manager meetings

	Team meetings
	Internet

	Shop steward meeting
	Notice boards

	DC/SC
	Media articles

	Directorate management group
	Radio interviews

	Directorate management team
	Wall planners

	Annual staff forum
	Service newsletters: Bereavement services, trading standards, 'Salford pride'

	Appraisals
	Customer satisfaction surveys

	Intranet
	Members newsletter

	Members hour for councillors
	Key issues document

	Lead member meetings
	Scrutiny commissions

	Notice boards at depots and divisional offices
	Community forums: Friends of cemeteries, Friends of parks, Funeral director / Clergy group

	Ecsoset house magazine
	Publicity folders

	
	Public open days


Gender is identified as a specific issue in customer satisfaction surveying, but there is no direct consultation with gender based groups. Gender consultation is currently limited to determining the extent that our services are used by men and women, and there is no data recorded for other groups. Specific customer satisfaction and equalities monitoring surveys are undertaken for all our services and the results are available to service managers when reviewing and shaping their services. Around 60% of the users of the directorate’s service during 2005 / 06 were women.

A specific consultation team has been established which oversees and co-ordinates consultation activity.

Public access to information and services
We take a number of steps to ensure that information produced by the directorate is available in a variety of formats to improve access to this information for disadvantaged groups. However there are no identified communications issues on the basis of gender. Recent involvement corporately with a range of representative groups did not identify this as a problem.

Similarly services are provided to meet the needs of some specific minority groups but gender has never been identified as a significant issue and therefore has not played a significant part in shaping our services.

However, from time to time gender is an issue in accessing particular services, and it is recognised by the directorate as significant particularly among faith groups. Consequently, we have approached Moslem women groups to discuss service issues in the past and, most recently, have been working to form links with an orthodox Jewish girl’s school. 

'Equality impact assessments'

The 'equality impact assessment' process was introduced to the directorate in 2002/3 with each section being aware of its responsibilities to carry out assessments. A number of initial assessments have been completed but the process has now been revamped with a more comprehensive approach. The new procedure includes greater involvement from individual service managers and from members of potentially affected groups within the community. Gender groups will play a part in this process.

Gender involvement in service development

The directorate is always looking to involve the public in developing the services they receive and disadvantaged groups were included in the 'Scrutiny commissions' set up several years ago to develop services for cleansing, outdoor services and recycling. However, there has been little done specifically with gender based groups. We have had contact with Muslim women and women within the orthodox Jewish community, but attempts to involve the 'Lesbian and gay foundation' have, to date, not produced any direct results.

Action plan


The directorate action plan is set out in the table which follows:

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve people with disabilities by:
	Who is responsible?
	Our outcomes:

	1.


	Assessing the effects of our services on people by gender
	Carrying out gender 'equality impact assessments'
	Consulting directly
	All service managers

BCU
	Shaping services to meet specific gender based requirements

	2.


	Involving gender based groups in shaping the services / facilities they use
	Actively seeking gender based groups to be represented on 'Friends groups' and to be involved in other consultation
	Promoting direct involvement

	service managers
	Increased use of parks and cemeteries


Customer and Support Services Directorate

Main functions of the directorate

Customer services
Customer contact centre, revenues and benefits, 

e-government, pathfinder and information society, social inclusion ICT programme

Finance
Provision of a complete financial service to the council

Human resources
HR strategy and operational support, training and development, health and safety, equalities and recruitment

ICT services
Mainstream ICT development, operation and support, management of the 'Pathfinder programme', business partnerships, and income generation through commercial offerings in the ICT field

Law and administration
Provision of a legal service and administrative support services to members and other directorates

Position statement

Examples of action taken within the directorate to promote gender issues and initiatives in respect of service provision.

1. Human resources have developed policies and guidance on a number of areas which are     relevant to gender equality issues:

· Attendance management

· Code of conduct for employees

· Dignity at work

· Home working

· 'Integrated equal opportunities policy' 

· Job share

· Maternity leave

· Parental leave/maternity support leave

· Violence to staff

· “Options” - recruitment and selection tool kit

2. A pay and grading review is being undertaken by a team from HR.

3. In the light of the policies and guidance outlined in (1) above, there is a good culture of gender equality within the directorate.

4. Baby changing facilities provided in Unity house.

5. Workforce profiling - monitoring of gender, etc.

6. Springboard events for women.

7. Liaison with Salford Women's Group.

8. Briefing meetings with Oxfam ReGender (involving women in regeneration projects).

9. Customer contact centre has extended its hours of working to cater for men and women in work.

Action plan


The directorate action plan is set out in the table which follows:

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Liaison with 'Salford women’s group'
	Continued dialogue 
	Liaison 
	HR 
	Regular and ongoing dialogue and consultation

	2.


	Availability and take up of part-time and other flexible working for both men and women
	Promoting flexible working in recruitment and responding to in-service requests for changes to working patterns
	-
	All managers
	Increased take up of part-time working 

	3.


	Increase availability of baby changing facilities and provide facilities for breast feeding
	Examining possibilities for including facilities within other  buildings and providing areas for breast feeding in customer access areas
	-
	Heads of Function
	Recommendations to 'Facilities management group' for provision of facilities 

	4.


	Carrying out 'equality impact assessments'
	Carrying out programme in accordance with recent timetable 
	Will lead to improved accessibility to our services for all 
	Equality impact assessors 
	Completed 'equality impact assessments' leading to action plans for improvements 

	5.


	Increasing number of women in more senior posts within the directorate 
	Continuing to apply HR policies and use of specific initiatives where appropriate 
	-
	All managers
	Increased number of women in senior positions 

	6.

 
	Improved monitoring of take up of services by gender 
	Building on work done by customer contact centre and implementation of corporate monitoring framework 
	-
	All divisions 
	Identification of 'Gender groups' taking up service and addressing any inequalities in service levels 


Community Health and Social Care Directorate

Action plan


The directorate action plan is set out in the table which follows:


	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Developing the 'Wellbeing strategy' for people of all genders.
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees.
	Julia Clark, Assistant director adult services
	The directorate will be able to organise and commission services that best fit the requirements for people of all genders. 

	2.


	Develop a commissioning strategy for culture and leisure services.
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees.
	Andy Howitt, Assistant director culture and leisure services
	The directorate will have a clear strategy that enables the development of cultural and leisure opportunities for people of all genders. 

	3.


	Developing the 'Commissioning plan' for employment for people with disabilities. 
	March 2008
	The public, user, carers and statutory partners will be involved through: 'Partnership boards', 'Specific task groups', User Forums, local community groups and development committees.
	Dave Clemmett, Head of Learning difficulty services 
	Provide a service with one point of entry and that the private, voluntary and public sectors will be working much closely together to maximise employment for men and women with learning difficulties. 

	4.


	Continuing with ‘Our future not words’ strategy
	March 2008
	The public, users, carers and statutory partners will be involved through: 'Partnership boards', 'Specific task groups', 'User forums', local community groups and development committees.
	Dave Clemmett, Head of learning difficulty services 
	There will be more diversified housing options for both men and women and participation in leisure will increase.  There will also be a higher uptake in standard health services.

	5.


	Developing the 'Choice agenda' on mental health
	March 2008
	The public, users, carers and statutory partners will be involved through: 'Partnership boards', 'Specific task groups', 'User forums', local community groups and development committees.
	Julia Clark,

Assistant director adult services 
	Ensuring men and women have real choices in how their needs are met and they will have access to information and a range of service options, including single sex wards. 

	6.

 
	Implementing the 'Mental capacity act'
	March 2008
	The public, users, carers and statutory partners will be involved through: 'Partnership boards', 'Specific task groups', 'User forums', local community groups and development committees.
	David Entwistle, Head of social work services
	People who do not have capacity will have their rights protected, the best possible decisions will be made regarding their future and people will have a choice of gender of Independent 'Mental capacity advocate'.

	7.


	Implementing the 'Community cohesion strategy'. 
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees.
	Brian Wroe, Assistant director community services
	To develop greater understanding and promote opportunities for integration amongst communities and to ensure the voices of women are effectively heard in minority communities. 

	8.

 
	Developing an action plan on how users and carers can influence the directorate’s commissioning strategy across all genders.
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees. 
	Tom McDonald Deputy director
	Users and carers will be proactive in identifying the services they need to live fulfilled lives and will have contributed to the design of these services across all genders.

	9.


	Leading on 'Age proofing services'.
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees.
	Tom McDonald Deputy director
	Older people will have scrutinised services provided by the council and influenced how services need to change in order that they are accessible to and relevant to the needs of all older people.

	10.


	Working with colleagues in the NHS to support people with long term conditions.
	March 2008
	The public, users, carers and statutory partners will be involved through: ''Partnership boards'', 'Specific task groups', 'User forums', local community groups and development committees.
	Julia Clark,

Assistant director adult services 
	Better access to and better co-ordination of health and social care services. 

	11.


	Developing targets to improve the recruitment of men into social care.
	March 2008
	Reaching out to under represented groups by marketing.
	Sheila Dawson, Principal manager, staff development
	Consider a 'Focus on gender project' to encourage men into social care.

	12.


	Maximising women’s potential in the workplace. 
	March 2008
	Marketing 'Springboard women’s development programme' and providing participant and line manager briefing sessions. 
	Sheila Dawson, Principal manager, staff development
	To build self-confidence, assertiveness, improve self organisation at work and at home and maximise women’s potential in the workplace.  

	13.


	Providing equality and diversity training
	March 2008
	To meet the requirements of the 'Race relations act' and current equality legislation. 
	Sheila Dawson, Principal manager, staff development 
	Raise staff awareness and sensitivity and improve the culture of the organisation. 


Chief Executive Directorate

Action plan


The directorate action plan is set out in the table which follows:

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Complete EqIA’s on all policies, procedures and processes.
	All EqIA’s to be completed by 31.12.07.
	Discussions with diversity leaders and LSP staff members.
	Gail Aspinall
	Complete 'equality impact assessments'. 

Make references to Gender equalities.

	2.


	Review the 'Local area agreement'.
	Ensuring Gender Equality Procedures have been fully implemented within the LAA.
	Discussions with ''Partnership management group'' .
	Sheila Murtagh
	Complete 'equality impact assessments'. 

Make references to Gender equalities.

	3.


	Review the 'Community plan'.
	Ensuring Gender Equality Procedures have been fully implemented within the 'Community plan'.
	Discussions with 'Partnership management group'.
	Sheila Murtagh
	Complete 'equality impact assessments'. 

Make references to Gender equalities.

	4.


	Community engagement strategy.
	Ensuring gender equality procedures have been fully implemented within the community engagement strategy.
	Discussions with LSP staff members.
	Jon Stephenson and Sarah Hausaman-Roberts
	Complete 'equality impact assessment'.

Make references to 'Gender equalities'.

Include crèche and child-minder facilities for mothers/fathers with children.

	5.


	Training in partnership working and community involvement
	Ensuring  gender equality procedures have been fully implemented training delivered 
	Discussions with LSP members, staff members and any sub-contractors used. 
	Susan Ford
	Complete 'equality impact assessments'. 

Make references to 'Gender equalities'.



	6.

 
	Complete EqIAs on all policies, procedures and processes
	Completing EqIAs and making adjustments where required
	A coordinated consultation process which will involve gender groups will take place later this year.
	Bernadette Elder and other NDC officers
	Complete EqIAs.

Gender equality issues are included as part of the EqIA process

	7.


	Understanding the profile and needs of males, females and trans people of Salford
	Collecting and analysing gender statistics within Salford and addressing any issues arising from the statistics
	Consultation will be undertaken with the relevant groups to discuss issues arising from statistics
	Bernadette Elder
	A better understanding of the male, female and trans population of Salford


Marketing & Communications

Brief description

The Marketing and communications division (within the Chief executive’s department) comprises 4 sections: Creative services, Corporate marketing, Tourism marketing and web development.   Overall the division is responsible for developing and implementing the council’s marketing strategy and the marketing strategy for the city in conjunction with the Partners IN Salford marketing group.  This involves managing the development of the Salford citywide brand in association with partner organisations.

Creative services is the design arm of the council, offering a full graphic design service to the council and partner agencies and managing the visual brand of the council. 

Corporate marketing delivers the council's marketing strategy and provides the council’s media relations service.  It is responsible for production of LIFE IN Salford and manages the 'Big listening'.

Tourism marketing is responsible for marketing and profiling Salford as a tourist destination and attracting visitors to the city.

Web development administers the council’s 21,000 page website and 5,000 page intranet, supports a network of 250 web content authors across the council, and the strategic development of the council’s online resources.
Position Statement

How does the Marketing and communications division promote positive attitudes towards gender?

· The Marketing and communications division promotes positive attitudes about all staff and treats everyone – staff and customers – with politeness and decency, respecting differences and similarities.  The division has adopted six overarching values that promote equability and respect diversity. 

These are: 


value 1
Customers: understanding and meeting the needs of others

· We put the customer at the heart of what we do

· We model good communications in our relationships with customers

· We have a “can do” attitude, taking responsibility for resolving problems quickly

· We are helpful and polite in our dealings with others, responding to requests and enquiries in a timely way

· We welcome customer feedback

value 2
 Integrity: showing honesty, trust & respect

· We are honest with and respectful towards each other at all times

· We trust colleagues’ judgement and respect their professional opinion

· We are reliable, setting realistic deadlines and meeting them

· We reflect on the effect our communication will have on others, both internally and externally

value 3
Achievement: delivering the council’s and the city’s outcomes

· We recognise the importance of good performance and aim to measure, monitor and evaluate the work we do

· We deliver on our objectives and achieve results

· We add value to the organisation, aiming to be appreciated for our work 

· We champion the city brand and its values

· We are committed to the work of the council and our division, and to improving people’s lives

value 4
People: supporting and developing our staff

· We offer constructive feedback on our work and behaviour

· We adopt a coaching style in developing staff

· We support each other personally and professionally

· We take personal responsibility for learning & growth

· We are adaptable and open to new ideas for improvement

value 5
Professionalism: striving for excellence
· We benchmark at a personal and professional level

· We are advocates of our city image 

· We are knowledgeable, reliable and accountable

· We take pride in our work, both as individuals and across the team 

· We recognise and celebrate our success and achievements

value 6
Creativity: innovating and learning through our work

· We are imaginative and innovative in our work

· We are always open to ideas for improvement

· We share knowledge and skills, recognising our strengths and weaknesses 

· We encourage a positive team spirit and have fun at work

· The Division has put in place its own 'Equality working group', chaired by the Director of Marketing and communications. This group will help to ensure that the division meets its statutory, corporate and division-level equality duties and related obligations.  This includes assisting the division in carrying out 'equality impact assessments' and the subsequent publication of this and similar equality schemes. It will also work broadly to reduce inequalities, attain the highest standards and reduce discrimination in our work.

· We consult with and respond to the individual needs of members of staff within the division by encouraging an open and positive working environment and through informal meetings, team meetings, divisional away days and regular one-to-one sessions with line-managers. 

· The division supports the development of equality and diversity knowledge; everyone in the division will have undertaken at least basic equality and diversity training by the end of 2006/7.   One member of staff has already undertaken further related training as part of the corporate diversity leader programme, with more due to undertake the training in the future.

· Women staff in the division have been encouraged to participate in the positive action ‘Springboard’ programme, designed to build self-confidence, assertiveness, improve self organisation at work and at home and maximise women’s potential in the workplace.   Several have already completed the course. 

· Our Visitor Services team has undertaken public-facing staff training and meet high standards of customer care.

· The division is a ‘port of call’ for corporate guidance on communicating with any audience, including addressing gender and gender identity issues.

· Whenever an event is planned by one of the teams in the division, a risk assessment is carried out and consideration is built into the planning process about the needs of all those who may attend the event. This includes the specific needs of pushchairs users, which recognises women’s role as primary care givers.

· Choice of channels: a campaign to encourage smokers to stop used taxi flip-seat advertising and taxi livery to target young mothers, who were the primary users of taxis during the daytime in Salford. Similarly, the campaign used mounted frame poster advertising in single-sex spaces (public toilets) to specifically target different genders.

· Distribution lists of gender specific and gender majority organisations, venues and drop-in centres are maintained so that important information, such as Housing consultations, can be targeted towards specific genders, in that instance information was distributed to Salford Women's Centre.

· A campaign about domestic abuse targeted women by using Surestart early years service drop-in centres as distribution points, recognising that women - as primary care givers of the majority of children - will access this service more frequently.

· Gender differences between lesbian and gay sections of society covered by the civil partnership legislation were responded to through appropriate audience selection in a campaign to promote civil partnerships; this informed the campaign planning and implementation.  

· Calls to actions within some campaigns are gender and gender identity specific; for example in a campaign to raise awareness on domestic abuse, separate calls to action are present for women and for trans people.

· Attention is paid to product design. For example when heritage walk products were being designed, the accessibility of the walks to pushchair users was used to positively determine the route of the walk.

· Male and female fit uniform is always kept in stock for temporary staff in visitor services

· Merchandise sold in our tourist information centre is chosen to appeal to both males and females

· Events that are organised ensure pushchair accessibility by taking remedial measures in locations where accessibility wouldn’t otherwise be possible, e.g. the laying down of boards in the grounds of Ordsall hall for the hog roast.

We encourage the use of positive imagery and language within publications, marketing collateral and communications.  Imagery can be sourced from ‘social issues’ image libraries such as John Birdsall and other sources on a per project basis and our own corporate image bank is maintained and updated with stock imagery of local diverse communities and service users. This enables all authority staff to access diverse imagery for their uses.

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Understanding the profile and needs of males, females and trans people of Salford
	Investigate building a well-researched and detailed profile of the different gender identities in Salford. Factors could include: primary care giver status, age, mortality, health and propensity towards certain impairments, differing socio-economic factors, ethnicity, sexuality etc. (For example this could include examining the implications to female events attendees in the 25-32 age group of their increased likelihood to be parents of young children).
	Surveys, consultation, focus groups etc., in conjunction with and on advice from the corporate equality and diversity team
	We are looking to the corporate equality and diversity team for a lead, with a view to appropriate input from M&C
	A better understanding of the needs of male, female and trans people in the city

	2.


	Marketing to the different genders and gender identities in Salford 
	Reviewing project planning and implementation processes to improve how genders are targeted:

· Budgets
· Audience selecting and segmentation
· Marketing objectives
· Methodologies
· Messages
· Publications

· Channels
· Production

· Distribution

· Monitoring, evaluation and performance


	Consultation and market testing
	All M&C
	Better targeted campaigns which address the needs of specific audiences

	3.

 
	Communicating with the different genders and gender identities
	Investigating appropriate terminology and behaviours for referring to and interacting with different genders and groups within genders (BME women, lesbians, trans people)
	Use of existing consultation groups (e.g. through awareness sessions) and other groups as required
	All M&C teams
	Targeted campaigns which are favourably received by all relevant audiences and which ensure buy-in from those audiences

	
	
	Investigating methods to gather more accurate gender identity information in those situations where we capture it, to allow for people to identify themselves as they wish
	Use of existing research, consultation and market testing
	All M&C teams
	New systems for gathering gender information sensitively and more accurately 

	4.


	Positively representing gender in the images used throughout our work
	Continuing to develop the corporate image bank to ensure a positive selection of local images where gender is represented (e.g. in employment).
	Use of local groups, service users and employees in gathering a variety of relevant images


	Creative services/ Tourism marketing
	An image bank which better reflects gender representation and which sets a positive example

	5.


	Guiding the council and its partners and our clients in marketing to and communicating with different genders and gender identities
	Providing guidance to image bank users about what is and is not appropriate, to prevent tokenism or the perception of tokenism by their target audiences.
	Use of existing consultation groups (e.g. through awareness sessions) and other groups as required
	Creative services/ Tourism marketing
	Use of images and forms of communication which are favourably received by relevant and targeted audiences 

	6.


	Being prepared in how to act lawfully if gender ‘protected information’ is encountered by M&C employees 
	Ensuring awareness and compliance with the statutory requirements applying to local authorities of Section 22 of the 'Gender recognition act' surrounding the sharing of legally defined ‘protected information’ that may possibly be acquired by M&C employees 
	Seeking advice from the corporate equality and diversity team
	We are looking to the corporate equality and diversity team for a lead
	Compliance with legislation 

	7.

 
	Ensuring our insurance arrangements do not discriminate based on gender
	Investigate whether our centrally procured insurance arrangements unlawfully discriminate against people of various genders and gender identities
	Seeking advice from the corporate equality and diversity team and/or from the procurement team
	M&C lead on procurement, working with corporate equality and diversity team and/or the procurement team
	Confidence that our insurance cover does not discriminate on the basis of gender

	8.


	Providing and ensuring access to single-sex and gender majority spaces to service users
	Looking at levels of provision of single-sex and gender majority spaces (toilets, changing room, baby-changing facilities etc) in the work of the division.
	Use of existing research, consultation and market testing
	All M&C, working in conjunction with other event providers 
	Satisfactory provision to people of all genders, possibly leading to increased participation

	
	
	Looking at access to single-sex spaces by trans people (including implications of using spaces and venues not directly controlled by the council, e.g. a church hall) and how they are used in the work of the division (e.g. at events, consultations etc.).   This will include examining existing processes for planning events etc. to ensure that the issue of space provision is covered in any planning.
	Consultation with existing groups and seeking advice from the corporate equality and diversity team, facilities managers (e.g. Urban vision) and other facilities providers
	All M&C teams
	Our planning processes will ensure that relevant events have proper access to trans people, thereby increasing respect, dignity and direct participation


Regeneration strategy and co-ordination team

The Regeneration  strategy and co-ordination (RSC) team promotes positive attitudes towards gender equality by developing regeneration strategies that are inclusive and promote equality across the city. In developing each strategy we consult with local stakeholders.  Depending on the strategy this may include residents and community groups.  This consultation and involvement seeks to reach a variety of groups including hard to reach groups.  This included using participatory appraisal when developing the 'New deal for communities programme' and working with community organisations to undertake the consultation for the central Salford vision and framework and the Salford west strategic framework . The RSC team also promote gender equality by supporting gender specific among a wide variety of groups and individuals.  The service includes regular out of hours working, meeting organisations in venues that suit them and intensive support to organisations not familiar with funding regimes. 

The city council often define our own priority groups to benefit from certain programmes (based on research and consultation ) or we inherit (from central or regional government) programme criteria or defined priority client groups which we have to comply with, for example, targeting women, disabled people, BMEs, people with no or low skills.  Programmes such as SureStart , the 'Children's fund', the 'Teenage pregnancy programme and certain lottery programmes are aimed at women  with and without children)  and we support bids /programming related to these.  

Action plan


	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Effective use of 'equality impact assessments' (EIA)
	Conduct EIAs on key draft  strategies/action plans we work on

Incorporate the findings of EQIAs into final strategies/ action plans
	Project teams involve women and men and receive input from diversity leader (DL)
	Cath Inchbold
	EIA findings built into

key   strategies/action plans

	2.


	Taking whole team approach to equalities issues 
	Investing team time in DL and equalities training

Making equalities a standing item at monthly team meetings and receiving input from DL and other team members 
	Team involves women and men 
	Whole team
	Training attended 

Equalities standing item on team meetings

	3.


	Supporting programmes that are gender specific 
	Ensuring our inputs to 'the Teenage pregnancy programme' and SureStart programme are as supportive as we can 
	Support team involves women and men
	Sue Ford
	Key programmes supported 

	4.


	Support range of groups, including gender specific groups, to apply for Lottery funding 
	Ensure we support range of groups to apply for Lottery funding

Ensuring groups supported promote equality  
	Female member of staff provides support to groups 
	Sue Ford/Tina Antal
	Key groups supported to apply for Lottery funding 

	5.
	Supporting female members of the team 


	Recognising and making allowances for fact that most are main carers by applying the flexible working and carers leave systems 

Supporting women team members in training to support career progression, including Springboard 
	Targeting women but not at the expense of men 
	Cath Inchbold
	Women team members able to perform their roles and progress 

	6.


	Securing engagement  from women and men in consultations we conduct 
	Holding sessions at suitable times during school day, including  in schools

Using appropriate and high-quality consultation, focus groups, interviews and other knowledge-gathering tools and methods

Structuring questionnaires to seek views on women's and men's concerns/issues  
	Targeting women but not at the expense of men
	Cath Inchbold
	More women engaging in consultation/

engagement exercises

	7.

 
	Positively representing gender in images we use in publications we produce 
	Use the corporate image bank and commission other images if necessary 
	Images promote gender positively  
	Cath Inchbold
	Publications include images that promote 

gender equality  


Overview and Scrutiny

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Reflecting equalities issues in the annual scrutiny work programme 
	Ensuring that gender equalities incorporated into work programme for scrutiny
	Gathering the views of members, officers, public, partners and other stakeholders on priorities for the scrutiny work programme
	Karen Dainty
	Gender equalities reflected in scrutiny work programme.

	2.


	Ensuring scrutiny committees question service providers about their commitment to gender equality
	Developing and delivering scrutiny member training input on gender equality, to build on previous equality training.
	Incorporating views/experiences of service users into training through liaison with equalities team.
	Karen Dainty 
	Scrutiny members skilled in questioning service providers re policies, etc.

	3.


	C-opting community representatives onto scrutiny committees and reviews.
	Developing protocols for co-option, roles and responsibilities for 

co-optees, which acknowledge gender equality issues.
	Discussions with scrutiny chairs and stakeholders.
	Russell Bernstein
	Equitable involvement of community representatives involved in scrutiny.

	4.


	Scrutinising equal pay issues.
	Budget scrutiny committee to monitor delivery of council’s equal pay scheme and financial impact.
	Discussions with scrutiny members, council officers and other stakeholders where appropriate
	Russell Bernstein
	 Open and transparent process for scrutiny of council’s equal pay scheme.

	5.


	Reviewing and monitoring council’s ''Gender equality scheme''
	Customer and Support Services scrutiny committee including GES in their annual work programme.
	Discussions with scrutiny members, council officers and other stakeholders where appropriate
	Amanda Carbery
	Open and transparent process for scrutiny of council’s ''Gender equality scheme''.

	6.

 
	Reviewing and monitoring of council’s job evaluation scheme
	Customer and Support Services scrutiny committee including the job evaluation scheme in their annual work programme
	Discussions with scrutiny members, council officers and other stakeholders where appropriate
	Amanda Carbery
	Open and transparent process for scrutiny of council’s job evaluation scheme.

	7.


	Carrying out EqIAs on all policies, procedures, processes and functions of the scrutiny support team.
	Completing EqIAs and making adjustments where required.
	Discussions with diversity leaders, scrutiny members, council officers and other stakeholders where appropriate
	Karen Dainty
	Gender equality issues included as part of EqIA process.


Community safety unit

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1
	Reflecting equality issues in the annual CDRP work programme.
	Ensuring that gender equalities incorporated into work programme for CSU / CDRP.
	Gathering the views of members, officers, public, partners and other stakeholders on priorities for CSU work programmes.
	Nigel Preston
	Gender equalities reflected in CSU / CDRP strategy.

	2
	Ensuring service providers are committed to gender equality.
	Developing and delivering training input on gender equality, to build on previous training, for all staff.
	Incorporating views / experiences of service providers into training through liaison with equalities team.
	John Dungu
	CSU/ CDRP gender awareness in the service we provide and in all our projects.

	3
	Reviewing and monitoring council's 'Gender equality scheme'.
	SMT to ensure compliance.
	Discussions with staff, council officers and other stakeholders where appropriate.
	Don Brown
	Open and transparent process for CSU council's Gender Equality Scheme.

	4
	Carrying out EqlAs on all policies, procedures, processes and functions of the CSU / CDRP.
	Completing EqlAs and making adjustments where required.
	Discussions with diversity leaders, staff, council officers and stakeholders where appropriate.
	Susan Puffett
	Gender equality issues included as part of EqlA process.

	5
	Equality of treatment for all staff.
	Training, development and appreciation of cultural and gender differences and impact on each other.
	All staff.
	Don Brown
	Improved team working and cohesion of unit.


Economic development

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.
	Embedding gender equality issues in EDLSP strategy & action plans.
	Equalities impact assessment to be completed and action plans for business investment & employment skills by June 2007.
	EDLSP.

ED section staff.
	Emily Kynes & Bernie Vaudrey
	Completed equalities impact assessment.

Reference to gender

equalities in EDLSP strategy.

	2.
	Ensuring gender equality issues embraced in services commissioned or delivered.
	Equalities impact assessment to be completed and services delivered/commissioned by June 2007
	Service delivery partners/subcontractors
	Emily Kynes & Bernie Vaudrey
	Completed equalities impact assessment.



	3.
	Considering gender equality issues in the economic development section
	Consult economic development staff on issues and/or areas for improvement by June 2007
	Economic development strategy
	Emily Kynes & Bernie Vaudrey
	Completed consultations


Business support team

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Complete 'equality impact assessments' on all team’s policies, procedures and processes
	All 'equality impact assessments' to be completed by 31st December 2007
	Diversity leaders and all staff within team 
	Lisa Slingsby and team
	Gender equalities incorporated within all completed 'equality impact assessments' 

	2.


	Health and Safety 


	Ensure that all gender equality issues are considered when reviewing the directorate health and action plan / log. 
	Effective consultation is carried out with relevant officers/members as appropriate dependent on area concerned
	Health and safety working group
	Wholly encompassing policies and procedures that do not discriminate any particular gender

	3.


	IIP
	Ensure that all gender equality issues are considered when reviewing the IIP action plan / log. 
	Effective consultation is carried out with relevant officers/members as appropriate dependent area concerned
	IIP staff development group 
	Wholly encompassing policies and procedures that do not discriminate any particular gender

	4.


	Team meetings, briefings, 1 to 1s 
	Ensuring that consultation takes place within the team and individual needs of team members are responded to
	Ensuring that the team operates within a positive and open working environment via team meetings, team briefings and individual monthly one to one meetings
	All business support team 
	Highly motivated and productive team who feel empowered and valued in the workplace with a clear view as to their role in achieving team, directorate and corporate objectives

	5.
	Recruitment and selection 
	Ensuring that all gender equality issues are considered when recruiting and selecting new members of staff 
	Considering all applications for employment on an equal basis 
	Lisa Slingsby
	Ensuring that the most appropriate person is appointed to any new posts 

	6.

 
	Equality and diversity training 
	Ensuring all staff on the team have attended one day equality and diversity awareness courses, all managers have attended the 1 day managers course and all iversity leaders have attended the 3 day Diversity leaders course.  Ensure that any new staff recruited to the section also attend these courses
	Involving all staff in equality and diversity training to raise awareness and encourage challenge
	Lisa Slingsby 
	All staff fully trained in relation to all equality and diversity issues including those in relation to gender

	7.
	Springboard training 
	Ensuring that all female members of staff are encouraged and supported in attending training to further develop themselves
	Involving women by making them aware of the programme and the benefits of undertaking the scheme
	Lisa Slingsby
	Female members of staff that feel empowered and able to develop 


Policy and improvement team

Action plan

	
	We need to be better at:
	We will get better by:
	We are involving or planning to involve men and women by:
	Who is responsible?
	Our outcomes:

	1.


	Complete 'equality impact assessments' on all team’s policies, procedures and processes
	All 'equality impact assessments' to be completed by 31st December 2007
	Diversity leaders and all staff within team 
	Alan Tomlinson

Bev Hinks 
	Gender equalities incorporated within all completed 'equality impact assessments'

	2.


	Production of council performance plans 
	Ensure that these documents contain positive imagery and language in relation to gender 
	Ensuring that all gender issues are addressed in future performance plans, comments on current plans are taken into account and consultation is carried out on the format and structure of these plans 
	Bev Hinks
	Summary and main performance plans that include positive imagery and language in relation to gender

	3.


	BVPI user satisfaction survey and other future consultation exercises
	Ask the Audit commission to consider gender equality when it consults us on survey questions.  For any other future consultation exercises gender and other equality issues will be incorporated when developing surveys/feedback forms i.e. provision of personal data
	Influence improvements in design/format of surveys and consultation.  Consider examples of good practice
	Rachel Todd
	A more balanced response rate from all gender groups will be achieved

	4.


	LAA refresh
	Considering gender equality in LAA 12 monthly refresh 
	When looking at refreshing targets within LAA ensure gender equality issues are considered
	Alan Tomlinson 

Roz Catlow 
	An LAA that encompasses all areas of equality and diversity

	5.
	SSCF


	Ensure that the board/officers involved in approving projects consider gender equality issues when assessing these applications 
	Ensuring that all gender groups are considered when considering projects for approval 
	Alan Tomlinson Chris Howl
	That no specific gender groups are discriminated against as a result of approved projects

	6.


	Policy work
	Ensure that all gender equality issues are considered when reviewing key policy documents and assessing their impact on the authority 
	Effective consultation is carried out with relevant officers/members as appropriate dependent on policy concerned
	All policy and improvement team 
	Wholly encompassing policies and procedures that do not discriminate any particular gender

	7.

 
	Research and intelligence – Salford strategy
	Including reference to gender equality in the strategy 
	Consulting on the strategy
	Alan Tomlinson
	Detailed profile of gender identities in Salford – numbers etc.  Any gaps in data identified can then be addressed 

	8.


	Team Meetings, briefings, 1 to 1s 
	Ensuring that consultation takes place within the team and individual needs of team members are responded to
	Ensuring that the team operates within a positive and open working environment via team meetings, team briefings and individual monthly one to one meetings
	All policy and improvement team 
	Highly motivated and productive team who feel empowered and valued in the workplace with a clear view as to their role in achieving team, directorate and corporate objectives

	9.
	Recruitment and selection 
	Ensuring that all gender equality issues are considered when recruiting and selecting new members of staff 
	Considering all applications for employment on an equal basis 
	Alan Tomlinson
	Ensuring that the most appropriate person is appointed to any new posts 

	10.

 
	Equality and diversity training 
	Ensuring all staff on the team have attended one day equality and diversity awareness courses, all managers have attended the 1 day managers course and all diversity leaders have attended the 3 day diversity leaders course.  Ensure that any new staff recruited to the section also attend these courses
	Involving all staff in equality and diversity training to raise awareness and encourage challenge
	Bev Hinks 
	All staff fully trained in relation to all equality and diversity issues including those in relation to gender

	11.
	Springboard training 
	Ensuring that all female staff are encouraged and supported in attending training to further develop themselves
	Involving women by making them aware of the programme and the benefits of undertaking the scheme
	Alan Tomlinson
	Female staff feel empowered and able to develop 
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Foreword by The Lead Member for Children and Youth and The Strategic Director of Children’s Services
Children’s Services Directorate in Salford has a very strong working commitment to ensuring equality of opportunity for all and this is reflected in our good practice as an employer and in all aspects of our influence and work. Meeting the needs of everyone is a crucial part of our approach to equalities and we are determined to end the discrimination many face in society and the workplace. We are therefore pleased to present Salford Children’s Services Gender equality scheme (GES) for your consideration, comments and, ultimately, action.

As Lead Member and Strategic Director, we have a duty to promote, through Salford City Council’s Children’s Services Directorate, equality of opportunity for everyone. The goal is to close the gap between the experiences and opportunities of people regardless of their gender. This GES will include a review of all Children’s Services current and planned functions, policies, and practices, highlighting where we may be able to improve our services and employment practices for our male, female and transgender users. The GES is intended to raise awareness about gender issues that not only affect our employees, but also those who use or benefit from our services.

Our expectation is that all Children’s Services Directorate staff and contractors will actively use the scheme to promote equality of opportunity regardless of gender. We will report annually on our progress.
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	Councillor Warmisham

Lead Member for Children and Youth
	Jill Baker

Strategic Director, of Children’s Services


What is Children’s Services? 
Our vision
Our vision in Salford is to work together to create a healthy, safe and enjoyable city; where all children and young people and their families and communities are valued. One where they can make a positive contribution and gain economic well-being, whilst achieving their potential.

In support of our central strategic aim, we have set ourselves the goal of being a well-run organisation, using public resources efficiently and effectively, and being an exemplary employer. We are committed to equality of opportunity and access, and to promoting all aspects of equality in our work. Our plans for gender are set out in this 'Gender equality scheme' (GES).

Our guiding principles
To achieve our vision for Salford, we have agreed to work to a set of general principles; these explain how we should do things when delivering services for children and young people.

We will:

1. Work in partnership with children, young people and their parents and carers.

2. Work in partnership to share information, resources and make services work together.

3. Know and understand the needs, hopes and ambitions of children, young people and their parents and carers.

4. Match our services to the needs of children and young people.

5. Deliver our services close to where children and young people live and make sure everyone can reach and use them.

6. Support the development of everyone’s self confidence and self esteem by making sure they have the: -

· Tools to do the job;

· Knowledge, understanding and skills to do the job;

· Check to know if they are doing a good job.

7. Keep asking ‘are we making a difference?’ listen to their replies and act upon them.

Our priorities
We have identified the areas of need we must focus on and what actions we have to take to improve outcomes for children and young people: -

Being healthy

We agreed we need to prioritise action to:

1. Improve the physical health of children and young people in Salford.

2. Improve the emotional and mental well-being of children and young people in Salford.

3. Reduce the number of teenage pregnancies and conceptions.

4. Reduce the number of children and young people using tobacco, alcohol and drugs.

5. Tackle health inequalities by ensuring fair and equal treatment for all families.

Staying safe

We agreed we need to prioritise action to:

1. Increase the number of families where children are supported at home.

2. Increase the number of looked after children who are adopted.

3. Decrease the number of looked after children living outside the City.

4. Address the issues of neglect for those on the child protection register.

Enjoying and achieving

We agreed we need to prioritise action to:

1. Improve school attendance.

2. Improve attainment at ages 14 and 16.

3. Improve the quality of those schools with weaknesses.

Making a positive contribution

We agreed we need to prioritise action to:

1. Extend our partnership working with children and young people.

2. Reduce school exclusions and anti-social behaviour.

Achieving economic well-being

We agreed we need to prioritise action to:

1. Increase the number of children and young people engaging in further education, training or employment.

2. Extend the range of available childcare places.

3. Make sure that there are appropriate pathways to further education, training and employment for all young people aged between 14 and 19.

4. Ensure that all young people up to the age of 19 have the support to achieve qualifications to the best of their ability and that a significant proportion achieve at least five A*-C passes at GCSE.

Our commitment
We have developed a GES to help us to achieve the above priorities and:

· To meet the requirements of the 'Gender quality duty' (GED) in clearly setting out our plans to promote equality of opportunity for people of all genders and to ensure our partners also support this.
· Taking the needs and views of people of different gender into consideration in the creation of this scheme and when reviewing or developing new policies.

· Making improvements to ensure all our facilities and information services are accessible to people of all genders

· Monitor and improve the way in which our services impact on different genders

· Review the way we work to ensure we are doing all we can to promote equality of opportunity within our statutory remit.

· Improve research surveys and data collection to provide useful data when analysing performance against the duty.

1. Introduction
The 'Gender equality duty' 2007 (GED) was introduced via the Equality Act 2006 incorporating the Sex Discrimination Act 1975 (SDA) and the Equal Pay Act 1970 (EqPA). The GED affects the way public authorities should discharge their responsibilities. In general, the GED asks public authorities to set out its gender equality objectives, in areas such as employment and contact with the public sector.

However, individual rights of redress against discrimination are not enough to tackle systemic disadvantage. It is felt that currently many organisations take a tactical approach to compliance: doing the minimum required to avoid legal action rather than proactively promoting Gender equality. 

Hence, the Government introduced GED, a new duty on public authorities to have due regard to the need to promote equality of opportunity for people of all genders. GED shifts the responsibility for changing the culture of the public sector away from individual people towards Ministers and officials responsible for designing policies and services. 

2.
Children’s Services Directorate’s general duty as a public authority
As a public authority, Salford’s Children’s Services Directorate is required to have due regard to promoting equality of opportunity for everyone, regardless of gender. The Gender equality duty has to be in place from the 30th of April 2007 and will include:

· Eliminating unlawful discrimination and harassment. 

· Eliminating unlawful discrimination and harassment in employment and harassment in employment and vocational training, for people who intend to undergo, are undergoing or have undergone gender reassignment

· Promoting equality of opportunity between men and women in all our functions

The duty covers all functions and activities, including employment practices, public service delivery, policy development and procurement of services. 

a. The specific duties
To support public bodies in implementing the GED, there is a specific duty to produce and publicise a GES. In publishing our scheme, Children’s Services Directorate has:

· To consider the needs to includes objectives to address the cause of any gender pay gap for the schools we hold a Human Resources responsibility for

· To gather and use information on how the public authority’s policies and practices affect gender equality in the workforce and in the delivery of services

· Planned to consult with people of different genders and stakeholders (i.e. employees, service users and others, including trade unions) on the development of our gender equality objectives 

· Planned to review the impact of existing and proposed activities on people of different genders.

· Planned to ensure that an equality impact assessment is carried out on existing policies, practices and procedures to identify where action needs to be taken to make improvements.

· Ensured that people of different genders can access services, training and employment opportunities.

· Planned to set out a three-year action plan, at the start of the new financial year, to implement the GED, which will be reviewed on an annual basis

· Demonstrated how actions set out in the scheme will be monitored to achieve successful outcomes.

· Stated how we will review the scheme following changes to the organisation.

· Sought to ensure that the organisations with which we work in partnership understand and adhere to the principles of our scheme.

This scheme will be developed with the involvement of our staff working for Children’s Services, external stakeholder groups, children and young people, parents and carers and potential service users. The consultation of all stakeholders is critical to the success of the scheme and will be an ongoing activity – see section 3 for further information.

Our GES is a working document – it will evolve. This is so that it can continuously reflect our strategic plan and the way the organisation is developing.

3. 
Putting Children’s Services 'Gender equality scheme' in place.
3.1 Responsibility and monitoring arrangements 
Salford City Council has overall responsibility for the GES. The Children’s Services Directorate has also identified one of its members as lead officer for Diversity issues. The role of this lead officer is to sponsor all equality and diversity work, including the promotion of this scheme at Leadership Team level. This aims to ensure that these issues impact the most senior reaches of the organisation, influencing all major policy development and to promote Children’s Services’ achievements in relation to diversity and equality, internally and externally. The role also ensures that there is co-ordination of diversity initiatives throughout the Directorate.  

Support is provided to the lead officer by the Head of Partnerships, Participation and Diversity and the Principal Equalities Officer in the Strategy and Commissioning Division. The role of the Principal Equalities Officer is to support the Directorate in ensuring it meets all its equality duties, including coordination of the GES-related work. 

3.2 Leadership and management  
Senior management 

The Strategic Director and the other members of leadership team are responsible for the implementation of specific aspects of the scheme in their own areas of responsibility. To ensure we deliver this effectively and on time, Leadership Team have identified Diversity Leaders from each Division to co-ordinate its role in developing the scheme. 

Divisions

In shaping our GES, individual divisions will carry out assessments of current and planned functions, policies and procedures to identify potential adverse impact on disabled people and develop individual division action plans, which will be supported through training workshops and guidance. Quarterly monitoring arrangements are planned with communication briefings, meetings, publications and training.

Role of schools and other providers

The Equal Opportunities Commission (EOC) has provided guidance for schools. It will be important for schools to monitor by gender the progress of pupils and to identify this in their use of performance information, demonstrating the actions necessary to remove areas of inequality. This data will be highlighted in the school self-assessment process. 

3.3 Arrangements for monitoring progress
Children’s Services Directorates commitment to promoting equality of opportunity for all will continue to be reflected in our strategic plans, including our GES responsibilities. Additionally, individual divisional business plans will start to include activities, where necessary, reasonable and appropriate, to improve the promotion of equality of opportunity for all people. This aims to ensure that our whole business planning process takes consideration at an early stage of how we can improve equal opportunities and diversity. 

Divisional representatives will take responsibility for monitoring the progress of their action plans as published in the GES. The Principal Equality Officer will liaise regularly with nominated representatives to discuss progress against actions. The lead officer will update Leadership Team on progress.

Equal Opportunities Forum

Progress against individual Directorate action plans will be reviewed by the Equal Opportunities Forum. This group is composed of elected members and staff from across the City Council representing the diverse workforce and range of experiences in Salford City Council. It includes a union representative, representative from our diversity staff groups and the work of the group is reported to our trade unions regularly. The group is chaired by the Lead Member for Equality and Diversity who will ensure its work is filtered though to the Cabinet. 

4. The employment duty
To fulfil its obligations as an employer, Children’s Services Directorate has a duty to consider the impact of its policies and practices on the recruitment, training, development, occupational pensions, insurance and retention of employees. This specifically includes:

· Collecting data to monitor any adverse impact of our policy on people of different genders in post with regard to their: 

· Equal Pay

· Employment, training and promotion

· Performance management

· Involvement in grievance or disciplinary procedures

· Leaving employment

· Publishing the results of this monitoring

· Analysing the data to find any patterns of inequality

· Taking any necessary action to remove barriers and promote equality of opportunity.

4.1 Equal opportunities policy
Salford City Council’s equal opportunities policy sets out a commitment to promoting diversity throughout the organisation by valuing people's differences, ensuring fair treatment for employees through the consistent application of rules and policies, and providing equality of opportunity for all. The policy applies to all employees, contractors, job applicants and visitors – this list is not exhaustive – who are expected to:

· Always treat others with respect, consideration and without prejudice. 

· Promote the same behaviour in others.

· Contribute ideas for the advancement of these ideals in our Directorates.

· Account for their contribution in respect of this policy in annual performance reviews where applicable.

· Ensure unacceptable behaviour is reported and eradicated.

· Promote a working atmosphere of encouragement and support.

· Take appropriate action if unacceptable behaviour is experienced. 

The equal opportunities policy is also included for review under the race equality scheme. 

4.2 Staff training and development
Our action plan, which will be included in the final version of the GES, will detail the corporate learning and development programme of diversity training and development initiatives. The programme will raise awareness in five key diversity strands including gender. 

4.3 Gender monitoring
What does our profile demonstrate? 

Our most recent gender monitoring data demonstrates that the number of female staff employed by Children’s Services is 74.9%, as compared to the overall Council’s representation of 74.5%. 

63.82% of our top 5% of earners are female compared to 42.22% in the Council as a whole.

5. Assessment of relevance of Children’s Services Directorate current functions and policies to the general duty.
In the context of the GED, the term ‘policies’ has a wide meaning. It covers both formal policies and ‘custom and practice’, and refers to the full range of formal and informal decisions that are made in carrying out our duties and all the ways in which we are governed.

Policy development will include a careful assessment of potential impact on Gender equality, to inform Leadership Team’s decision making. The design of new policies will seek to incorporate actions to enhance equality of opportunity wherever possible, including Gender equality and promotion of good relations between people, and to eliminate gender discrimination or harassment.

If as a result of initial screening we believe a proposed policy could have an adverse impact on people, or could create an unequal environment where people of different genders are unable to fully participate, then we will consider how best we can adjust the policy to meet our duties under the duty, or consider other ways of achieving the same policy goals. Other follow-up actions will include consultation with people who are likely to be affected by the policy to identify ways of improving it, and arranging for monitoring and reviewing the policy at particular stages of its implementation to test for adverse impact so that reasonable and necessary adjustments can be made.

Where adverse impact of any policy or function is evident through monitoring, the Principle Equalities Officer will work with the relevant division to improve that policy. The original assessment carried out of the relevance of that policy and/or function to Gender equality will be re-examined and steps taken to avoid similar effects in future.

6.  Publication of the results of assessments, consultation and monitoring
Children’s Services Directorate will publish on its website:

· The results of consultations about the GES.

· An evaluation of progress against the GES after the first year of operation.

· Gender monitoring data on Children’s Services staff as part of the annual report. 

· Equal opportunities report and action plan.

· Gender monitoring data in relation to pupil achievement.

7.
Current position in summary
Strengths
· Commitment to diversity at senior levels. 

· Diversity Leaders appointed throughout the Directorate

· Employment monitoring arrangements established with further development planned.

· Secure protocols for ensuring the care, health and safety of disabled employees.

Key challenges
· Establish systems for auditing compliance with GED across all Directorate activity.

· Ensure diversity awareness is more fully addressed in induction processes, and diversity training programmes are established for all staff in relation to statutory duties under the GED

· Improve existing administration, reporting and governance systems to ensure consistency of protocols across the Directorate and remove the negative impact on people of different genders

· Improve information dissemination of reports, publications and other media using inclusive communication systems.

· Challenging gender discrimination 

· Improve key stakeholder involvement in development of new policy.

· Promote greater awareness of gender across the Directorate.

Children’s Services Directorate is conscious that it has many stakeholders and interested parties and will continue to consult as widely as possible. This will include sharing good practice with partners undertaking similar consultations to ensure the Children’s Services Directorate’s GES is able to meet its GED requirements.

8. Organisational structure and senior managers
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Annex A: Action plan for developing the Gender Equality Scheme
	Priorities/Actions
	What needs to be done?
	How will it be achieved?
	Who will do it?
	What is the time scale?
	How will you know you have done it?

	Demonstrate compliance and commitment to GED


	Issue a statement of intent
	Publication of Statement
	Strategic Director
	April 2007
	Publication

	Promotion of equality of opportunity for people of all genders 


	Clear direction given to staff in Directorate
	Establishment of a steering group of stakeholders to take the lead in this for the Directorate


	Principal Equalities Officer
	June 2007
	Group established

	Promotion of equality of opportunity for people of all genders


	Clear direction given to staff in Directorate
	Gender awareness training sessions
	Corporate Equalities Team
	2007/2008
	All Directorate staff receive training

	Elimination of unlawful Gender discrimination
	Equality Impact Assessments
	Initial training on Impact Assessment for Heads of Service and Diversity Leaders


	Organised by Corporate Equalities Team
	June 2007
	Pool of staff competent to undertake EqIAs

	Promotion of equality of opportunity for people of all genders
	Production of GES 3 year action plan
	Mapping exercise to establish situation in Directorate


	Principal Equalities Officer

Heads of Service


	July 2007
	Mapping exercise completed

	Promotion of equality of opportunity for people of all genders
	Production of GES 3 year action plan
	Production of service and Division level action plans to address issues identified in mapping exercise
	Principal Equalities Officer

Heads of Service
	August 2007
	Action plan published


Annex B: 'Gender equality scheme' statement of intent
Children’s Services Directorate

The Children’s Services Directorate of Salford City Council is committed to the requirements of the Gender Equality Duty and undertakes to promote Gender equality and to have due regard to the need to:

· Promote equality of opportunity between people irrespective of gender;

· Eliminate discrimination that is unlawful under the Act;

· Eliminate harassment of people that is related to their gender;

· Promote positive attitudes towards people regardless of their gender;

· Encourage participation by people of all genders in public life; and

In order to progress this we have:

· Appointed a senior member of staff to take the lead in developing our Gender Equality Scheme;

· Appointed a team to facilitate the development of our Gender Equality Scheme;

· Published this statement of intent.

By September 2007, we pledge to produce and publish a detailed Gender Equality Scheme, which will:

· Considered gender issues within the Directorate in relation to attitudes and practices, employment, training, delivery of services and other policies

· Produce a 3 year action plan to demonstrate and facilitate our compliance with the GED general duty to promote Gender equality and remove the barriers identified

Annex C: our partners
	Organisation
	Work with us to deliver ...

	Salford Primary Care Trust
	Being Healthy

	Greater Manchester Police
	Staying Safe

	Jobcentre Plus
	Achieving Economic well being

	The Fire Service
	Staying Safe

	University of Salford
	Enjoying and Achieving

	Salford CVS
	Making a positive contribution

	Probation Service
	Making a positive contribution

	The Learning and Skills Council
	Enjoying and Achieving


Annex D: glossary of abbreviations used
SDA

The Sex Discrimination Act 1975

GED

Gender Equality Duty 2007

GES 

Gender Equality Scheme 

EqPA 

The Equal Pay Act 1970 
DfES

Department for Education and Skills

EOC

Equal Opportunities Commission

Annex E: key publications and resources
· Equal Opportunities Commission - Education

http://www.eoc.org.uk/Default.aspx?page=14812
· Equality checklists for managers

http://www.eoc.org.uk/Default.aspx?page=15374
· The Gender Equality Duty and schools

http://www.eoc.org.uk/Docs/Gender_Equality_Duty_and_Schools_Guidance.doc
· Gender divide: performance difference between  boys and girls at school

http://www.ofsted.gov.uk/portal/site/Internet/menuitem.eace3f09a603f6d9c3172a8a08c08a0c/?vgnextoid=dda4fd2cb926c010VgnVCM1000003507640aRCRD
· Gender Equality Duty – code of practice

http://www.eoc.org.uk/Default.aspx?page=15576
· DfES Information on the Gender Equality Duty
http://publications.teachernet.gov.uk/default.aspx?PageFunction=productdetails&PageMode=leadership&ProductId=DFES-00268-2007&
· EOC- parents and carers

http://www.eoc.org.uk/Default.aspx?page=18774
· Oxfam

http://www.oxfamgb.org/ukpp/latest/index.htm#genregen
Annex F: access to information
The GES is on the Salford City Council website:

http://intranet.salford.gov.uk/childrensservices/educ-employee_information/educ-cs_diversity/cs_ges.htm


Further information about our GES can also be made available in other alternative formats. 

If you would like to know more about the work that we are doing on Gender or other related equality work please contact:

Principal Equalities Officer

Children’s Services Directorate
Minerva House
Pendlebury Rd
Swinton
M27 4EQ 
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Appendix A

Information in alternative formats

The Gender Equality Scheme can be accessed through public libraries.  All libraries have wheel chair access, with a computer on a height adjustable desk.  All public computers in the libraries have zoom text screen magnification and screen reader software.  Each library has one computer fitted with a large-print keyboard and trackball mouse.

If you need information from this document in a different language or format (CD easy, Tape, large print) please contact Jean Carter on telephone 0161 793 3275/3536, fax 0161 794 2027, e-mail jean.carter@salford.gov.uk, or 07773 336158 (mobile phone for text only)

[image: image4.png]sl Gudae 380 glosall (3358 JLaiY) sla ) 50l o3a agh L aebueall Canial 1)
0161 793 3536 A&, ila




[image: image5.png]CtcS e (Bleterls = 0161 793 3536




[image: image6.png]WIS Bl AR B H IR [RE » 5l % Salford P E

0161 793 3536

H 2y Equalities [B

(5 FEEh S R




[image: image7.png]A 2L dlsde AxRAl Hie dun Heeril w3 €1y, sul 53 SsaAl@dler 2n uesls sIGRianl
st 1o 0161 793 3536 u Aus s2U.




[image: image8.png]H 3974 o Btede § mive feu nufe3T €t 7993 J, 3t fagur d9d A% <93
a A% (Salford council) feT feamifaet 21 (Equalities Team) 3% @& 399
0161 793 3536 '3 AUIA IJ |





[image: image9.png]Ly 0161 793 3536 Zud Ut SV b s 1S e s o $ou L 2 ) S I T
_pESE




Appendix B

Key Contacts

Councillor Bill Hinds, 

Lead Member – Customer and Support Services Directorate

Councillor.Hinds@salford.gov.uk;

Jean Carter,

Principal HR Adviser – Equality and Diversity Team

Jean.carter@salford.gov.uk
0161-793-3275

Sarah Farmer,

Diversity Officer  - Equality and Diversity Team

Sarah.farmer@salford.gov.uk
0161-793-3536

Elaine Barber,

Diversity Officer – Equality and Diversity Team

Elaine.barber@salford.gov.uk
0161-793-3511

Zahrah Mir,

Principal Equality Officer, Children’s Services

Zahrah.mir@salford.gov.uk
0161-788-0127

Sue Atkinson 


Special Initiatives Manager
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