[image: image1.jpg]Salford City Council




Gender Equality Scheme – Annual Report - 2008
1.
Introduction

Welcome to the Council’s first Gender Equality Scheme Annual Report.

The council has made significant progress in many areas identified in the Gender Equality Scheme, published in April 2007.  The report will provide an update on the range of work which has been undertaken by the council within the last 12 months, building on the initiatives and actions outlined in the original Scheme. 
The council has been moving towards a more standard and more consistent approach with the development and implementation of change.  This also has the advantage that information and ideas are exchanged and best practice is developed.  In line with these changes, the format of the report differs from previous documents.  A number of key areas have been identified (below) which have relevance in all areas of the council’s work.  Contributions from across the council have been obtained and key changes are outlined.  Where specific initiatives relate to the work of one directorate, these have been included as they contribute to the work of the council in terms of bringing about change.
A further key driver for change will be the Single Equality Act, when introduced.  This provides an ideal opportunity to review policies, procedures and practices to ensure best practice is maintained.  

The council continues to be a key player in the Salford Strategic Partnership, working with partner organisations collaboratively on joint initiatives to benefit Salford.  The council is currently in the process of radically re-orienting the way it approaches equality and diversity over the next 12 months to align with citywide priorities
2.
Legal Definitions, the General Duty and the Specific Duties
The Equality Act 2006 amends the Sex Discrimination Act (SDA) 1975 to place a statutory duty on all public authorities when carrying out their functions, to have due regard to the need:

· To eliminate discrimination and harassment that is unlawful under the Sex Discrimination Act (SDA) 1975 and harassment that is unlawful under the SDA 1975 and discrimination that is unlawful under the Equal Pay Act 1970 (EqPA), as amended.
· To promote equality of opportunity between men and women

Having “due regard” means that the weight given to the need to promote gender equality is proportionate to its relevance to a particular function.

The general duty came into effect on 6 April 2007.  It required public authorities to identify and tackle discrimination, to prevent harassment and to ensure that their work promotes equality of opportunity between men and women.  It also requires public authorities to adopt a proactive approach and provide evidence to demonstrate that positive change is taking place.  Consulting stakeholders, carrying out equality impact assessments and using the information to inform future decision making are steps which the council is taking to ensure that gender is mainstreamed into the systems and processes and the outcomes achieved. 
In order to support progress in delivering the general duty,  the council published its first Gender Equality Scheme in April 2007, identifying how it will meets its general and specific duties and setting out its gender equality objectives.  
3.
Key Developments.
This section identifies key themes and initiatives and comments on progress which has been made across the council throughout the last 12 months.
3.1
Consultation and Involvement
The council continues to work with partner organisations where there is a common interest, to share information, expertise and ideas.  The council welcomes contributions which will help improve the range of relevant services and employment opportunities offered by the council.  
Following on from a series of briefing sessions which had been held with representatives of 35 external organisations from the different diversity strands, a series of three consultation events were held at different venues within the community.  Information obtained from the briefing sessions was communicated to relevant directorates within the council; to assist them with identifying polices procedures etc which were a high priority for equality impact assessments.  The consultation events were a useful way of obtaining additional information from the members of the community and were very successful.  The information given by those who attended has now been collated and directorates are in the process of identifying the actions which need to be taken to address the issues raised. Once actions have been identified these will be fed back to all those who made contributions at the consultation events.  A number of general recommendations have been made which will inform the operation of future consultation and involvement events and activities in the future.
3.2
Salford Lesbian, Gay, Bisexual and Transgender Network

Salford Lesbian, Gay, Bisexual and Transgender (LGBT) Network was one of four community of identity forums/networks originally developed by Salford Community Network. In February 2007 Salford Community Network was found to be not fit for purpose and the management of the four community of identity forums/networks was transferred to LSP Management and Support Team.

Salford LGBT Network was formally constituted in 2004 and consists of a core executive of approximately 10 members who provide a personal perspective of their sexuality from across the city. The wider forum membership consists of LGBT individuals, as there are no other formally recognised voluntary or community LGBT organisations within Salford. The executive meets on a regular basis to discuss issues that affect their communities directly. Over 30% of the LGBT population of Greater Manchester reside in Salford.

Salford LGBT Network is the recognised voice for these communities and they have a seat on the Salford Strategic Partnership Board. Through this seat they participate in the decision-making processes and have recently influenced the priority setting of the developing New Local Area Agreement.

The Network is supported and funded through the City Council to provide direct engagement and empowerment activities for their communities. During 2007/08 this has included the provision a part-time coordinator with specialist skills and experience of LGBT issues; an information website and two awareness events, one for widening the membership of the group (following this event the membership stands at approximately 100 individuals) and another to look specifically at health issues for LGBT people. This latter event was the first to be held in Salford and attracted both LGBT people and officers from across the Salford Strategic Partnership. It was heralded as a great success and raised the profile of this group within many services. 

For April – September 2008 they plan to deliver two further events and an Annual General Meeting. They also plan to have an information stall at Manchester Pride which together with the LGBT Diversity Staff Group (see below) will be the first time that Salford has had a presence at this regional event.

3.3
The Lesbian, Gay, Bisexual and Trans Diversity Staff Group 

Salford City Council LGBT employees’ Network has continued to develop.  New members have joined and the Group is becoming more established. There is also a wider mailing list of members who are interested in supporting and contributing to the group. The group meets approximately every four weeks.  The aims of the group are:

· To provide space and resources for LGBT employees to meet either formally and/or informally to offer mutual support. 

· Undertake strategic work, around Salford City Council policy development and advice to ensure policies are LGBT friendly

· Raise awareness of LGBT issues within Salford City Council’s service delivery 

· Undertake promotional work around issues related to ensuring Salford is seen positively as a diverse city to its citizens and the wider community. 

The joint Chairs of the Group work with the Chairs of the other Diversity Staff Groups and colleagues from the Equality and Diversity Team to share ideas and discuss areas of common interest.  Advice and assistance is also being utilised from specialist departments within the council.

Since October 2007, the following work has taken place or is underway:- 

· Providing support to employees around coming out issues;
· Undertaking  policy work with a sister organisation around issues related to equality for trans people in Salford, 
· Planning the delivering of two events for 2008, International Day Against Homophobia (May) and Manchester Pride (August), where Salford will be profiled with a float and stall, in partnership with other groups and services in the city.

3.4.
Procurement and Commissioning of Services
Ensuring that equality and diversity are incorporated into council procurement systems and practice and the development of an appropriate  procurement model has been a major area of work during the course of the year.  It is important that individuals and organisations have an equal chance of being awarded contracts, it is therefore vital that the tendering process if a fair one.  The Head of Procurement has been working with a member of the Equality and Diversity Team and representatives from each of the council directorates to develop a template.  An action plan has been developed and work is continuing on this project.
3.5.
Workforce and employment related issues

A significant amount of work has been undertaken in respect of the pay and grading review and the job evaluation project, including consultation with recognised trade unions.  This will provide a fair and equitable pay structure which takes account of equalities issues around pay.

The council continues to promote 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.  A review of current policies and procedures and how they work in practice is due to be undertaken.  The outcome of this will inform further developments.

A draft Recruitment Strategy has been developed. Managers are encouraged to be innovative in the way they recruit to vacancies to attract and retain the best staff.

3.6.
Member Involvement and the role of Scrutiny Committees
The Equal Opportunities Forum, which comprises councillors, representatives from external organisations and representatives from the three Diversity Staff Groups, continues to consider equality and diversity issues on behalf of the council.  It meets bi-monthly.
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. 

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.
3.7. 
Training

The council is continuing with the programme comprising current 2-day 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’s network of Diversity leaders continues to grow.  There are currently 193 Diversity Leaders.  They also undertake further 3-days of training to provide them with enhanced knowledge and understanding of equality issues. Additional training courses have been run to meet the additional needs.  Diversity leaders – who are volunteers - 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.
Children’s Services have built on the corporate work and have developed a further one day training course entitled ‘Implementing Equality and Diversity in Children’s Services’, This has lead to the development of a monthly e-newsletter for all diversity leaders, an action plan for the year and regular quarterly meetings.  A half day induction course has now been introduced within the Customer and Support Services Directorate which Diversity Leaders are encouraged to attend prior to doing the three day course. This gives them an insight into the Equality & Diversity structure within Salford.  
Following the Children’s services structure of the development of Diversity Leader Co-ordinators for each division, corporately a lead for each Directorate has been developed to take responsibility for the dissemination of information and good practice within their Directorate.

Initial discussions are taking place with an education provider to develop an accredited training programme for Diversity Leaders

3.8.
Equality Impact Assessments

Directorates have undertaken 'equality impact assessments' (EqIAs) as part of a timetabled programme, which will continue.   Policies and procedures were prioritised and screened (decide whether a full impact assessment is required) by September 2007. The 'equality impact assessment' process involves the collection and collation of quantitative and qualitative data and consultation with relevant groups across the city.  A series of consultation events was held in earlier this year (see consultation and involvement – above).

Any new policies and procedures need to be equality impact assessed as part of the development process
3.9.
Springboard Women’s Development Programme

Approximately 100 female employees have now successfully completed the “Springboard” four day programme.  The event has also been supported by female speakers, including directors, who have contributed to the event.  Feedback from delegates has been very positive.  In addition to running future courses, consideration is being given to ways to further develop opportunities for those who successfully completed the course to contribute in other ways to the council’s objectives. 

3.10.
Dignity at Work
The council’s Dignity at Work Policy for Staff has been identified as a high priority under the equality impact assessment process.  A review of the policy, its application in practice and associated issues is due to be undertaken in the near future.

3.11.
Domestic Abuse
According to Home Office commissioned research published in 2004, domestic abuse costs the nation £23 Billion per annum: a significant proportion of this is the cost to the economy of days lost at work, due to domestic abuse issues.
As an action from the multi-agency Domestic Abuse Policy & Strategy Group, chaired by the Strategic Director for Community, Health & Social Care, a working party has been set up to draft a domestic abuse workplace policy, which partnership agencies might be asked to consider and adopt. 

If this is accepted, it will replace the existing council Domestic Violence Workplace Policy, which has not been reviewed in recent years.

It is recognised that domestic abuse affects people, irrespective of their gender, ethnicity, age or social class and a wide range of information leaflets and local and national contact numbers is available: www.salford.gov.uk/enough
3.12
Harassment and Hate Crime

The council has established a hate crime task group, which is a citywide partnership group with the remit to improve systems, recording and awareness of hate crime across Salford.

Children’s Services have been piloting an anti-bullying reporting system that can be used across schools, youth services, residential services and Barton Moss (our secure unit). Representatives from all these areas have been involved in the pilot.

Children’s Services are also developing an anti-bullying city wide strategy for the city. This is being developed with partners across the City as well as children and young people, parents and carers.  It will be launched in June.

4.
Conclusions

This report highlights key initiatives which have been developed and implemented across Salford.  Work on these will continue and other projects will also be identified.  It is also important that progress is made towards further integration of equality and diversity into the council’s infrastructure and processes, including service planning, inspections and future audits.  The development of improved skills and understanding of key issues relating to equality and diversity are also vital to bringing about real change.  The organisational focus now needs to move towards improved outcomes, appropriate methods for measurement and working across public agencies to delivery services that underpin improved outcomes.  This process is already underway.

Councillor B Hinds

Lead member

Customer and Support Services
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