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INTRODUCTION

Welcome to Salford’s City Council’s second RACE EQUALITY SCHEME. This document provides an outline of our continuing commitment to work towards and celebrate our diverse communities. 

SALFORD CITY COUNCIL- WHO WE ARE AND WHAT WE DO

IrlamSalford is a predominantly urban area in the west of Greater Manchester, and includes the former boroughs of Salford, Eccles, , Swinton and Pendlebury, Worsley and Walkden. It covers an area of 37 square miles and has a population of around 216,119 (2001 Census).

For a breakdown of our Black and Minority Ethnic communities, please see Appendix A. For further  information on religion and belief, age and gender go to http://www.statistics.gov.uk/census2001/profiles/00br.asp
Salford Council has 60 councillors, or elected members, who represent particular areas, known as electoral wards (please go to

 http://www.salford.gov.uk/council/councillors/wardmap.htm for a map of the wards). There are 20 wards and all have three councillors who each serve for four years. 

Elections take place three out of every four years, when one seat in each ward is open for election. 

The City Council is structured into six Directorates, which are: 

Chief Executive 

This directorate is responsible for regeneration and improvement, community safety, overview and scrutiny and marketing and communications. The main functions of the directorate are driving and supporting the Community Plan and Pledges. For more information please go to

http://www.salford.gov.uk/chiefexecutives.htm
Community, Health and Social Care 

This directorate provides social work services to adults, older people in the community and in hospital settings. The directorate provides and purchases a wide range of residential & nursing care, day care and domiciliary services.  It also provides various specialist services such as Welfare Rights and Debt Advice.  The directorate also oversees the Community Strategy and Cultural and Leisure services. 

http://www.salford.gov.uk/council/corporate/directorates/socialservices.htm
Customer and Support Services

This directorate is responsible for the areas of Finance, Law and Administration, Information Communication & Technology (ICT) Services, Customer Services and Human Resources. 

http://www.salford.gov.uk/council/corporate/directorates/customer.htm
Children’s Services
This directorate provides educational services, social work services to children and families and youth work services. 

http://www.salford.gov.uk/council/corporate/directorates/children.htm
Environment 

This directorate is responsible for public protection, environmental maintenance, business and customer support, citywide services for cleaning and catering and licensing services.

http://www.salford.gov.uk/council/corporate/directorates/environment.htm
Housing and Planning

This directorate is still in the process of restructuring and responsibilities have not yet been formalised.

http://www.salford.gov.uk/council/corporate/directorates/handp.htm 
OUR OBJECTIVES AND VALUES

Salford’s second Community Plan describes how organisations that can influence the quality of life of Salford citizens will work together to make significant improvements in Salford. This includes Greater Manchester Police, Salford City Council, the University of Salford, the education and health authorities, the community and voluntary sector and many other bodies. The Community Plan sets out a clear vision for the City over the next ten years and is about everybody working together to achieve this vision.

	COMMUNITY PLAN VISION STATEMENT
In 2016, Salford will be a beautiful and welcoming city, driven by energetic and engaged communities of highly skilled, healthy and motivated citizens, who have built a diverse and prosperous culture and economy which encourages and recognises the contribution of everyone, for everyone.


The City Council has seven pledges aimed at delivering the Council's mission statement which is "to create the best possible quality of life for the people of Salford". 

The magnificent seven

	Pledge 1 
	Improving health in Salford 

	Pledge 2 
	Reducing crime in Salford 

	Pledge 3 
	Encouraging learning, leisure and creativity in Salford 

	Pledge 4 
	Investing in young people in Salford 

	Pledge 5 
	Promoting inclusion in Salford 

	Pledge 6 
	Creating prosperity in Salford 

	Pledge 7 
	Enhancing life in Salford 


To get more information on each pledge, please click on the appropriate one 

OUR RACE EQUALITY SCHEME

The murder of the black teenager, Stephen Lawrence in 1993 led to an Inquiry adopting and recognising the concept of ‘Institutional racism’. The inquiry defined institutional racism as: -

“The collective failure of an organisation to provide an appropriate and professional service to people because of their colour, culture or ethnic origin. It can be seen or detected in processes, attitudes and behaviours which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which disadvantage minority ethnic people”
As a Council our Race Equality Scheme acts as a tool to help remove institutionalised racism and work proactively to promote race equality and diversity in the communities we serve. 

Our Race Equality Scheme is designed to help us review our work and make improvements. Since our last Scheme we have made some significant changes in our work and services, however we still have a long way to go. This Race Equality Scheme is designed to assist the organisation to create a cultural change impacting at all levels of our organisation.

The Scheme will tell our residents and our staff what we intend to do to ensure Salford City Council is working to remove discrimination and promote good race relations. 

Our Race Equality Scheme needs to meet some ‘general’ and ‘specific’ duties as outlined in the Race Relations (Amendment) Act 2000. A ‘general’ duty is a requirement on public authorities to eliminate unlawful discrimination and promote equality of opportunity and promote good race relations.

The ‘specific’ duties that we will achieve over the next three years are identifying relevant services and policies, assessing and monitoring services and policies via impact assessments. We will be consulting with our BME communities, we will publish our results and tell people how they can access information and services. We will also outline our commitment to staff training and employment and ensure staff understand their responsibilities.

It is important to us that our Race Equality Scheme plays a key role with the ‘community cohesion’ of Salford.

To us a cohesive community is one where:

· There is a common vision and sense of belonging.

· The diversity of people’s backgrounds and circumstances is appreciated and positively valued

· Strong and positive relationships are being developed between people from different backgrounds and circumstances in the workplace, in schools and within neighbourhoods.

OUR COMMITMENT

As a Council we continue to be committed to tackling racial discrimination and promoting good race relations, which will remain a key priority for Salford.

We are committed to taking a pro-active approach, actively promoting and building community cohesion by working with local partners and local communities. Not only are we working towards tackling discrimination, but also to raise awareness of racial, cultural and religious differences within our society and the value of those differences. We recognise and work towards responding to and valuing the needs and differences of an increasingly ethnically diverse community in Salford.

We are in the process of writing a corporate consultation policy to reach all the communities we serve, we will continue to review our consultation process and ensure that everyone has the opportunity to have their say.

We have also introduced an authority wide compulsory training programme, for all staff, Directors and Members on equality and diversity awareness. In addition we plan to have between 150 - 200 Diversity Leaders across the Council to work towards a cultural change in our organisation. Our Diversity Leaders include a wide cross section of our workforce ranging from Heads of Service to frontline staff. Their role is to assist in maintaining a high profile of equality and diversity issues across the Council and to challenge the organisation and individuals where appropriate.  

We are very clear that harassment and discrimination will not be tolerated. 

Our Race Equality Scheme sits firmly within our Corporate Equality Plan and our commitment of working towards level 3 of the Equality Standard. As an organisation we not only recognise the importance of racial equality we recognise the existence of multiple oppression and discrimination faced by our communities and we feel our Scheme is a key way to illustrate our determination in combating this.

We feel our Race Equality Scheme will help to highlight any hidden barriers, which can cause discrimination and we will work in consultation with our staff and our communities to introduce new ways of doing things.

The Race Relations (Amendment) Act has provided us with the opportunity to reinforce our commitment, share our learning and work closely with our partners, community and voluntary groups, our staff and residents to make equality and diversity a reality.

Lead Member of the Council
(Signed)




Chief Executive (Signed)






Lead Member on Diversity issues (Signed)

OUR ACTION PLANS

Our Race Equality Scheme will also help us to provide ‘Best Value’ by continuously improving all our services and functions. In particular it meets and works towards some of our Best Value Performance Indicators. Our action plans include information from the Best Value Indicator 2b, which looks at issues around race equality.  See Appendix C for the action plans, please note, as there are some changes being made to Directorates some of the plans will be updated.
In addition to our action plans all Directorates will be reviewing contracts in line with the Commission for Racial Equality’s Procurement Guide for Local Authorities and in line with our strategic procurement strategy.  This is to make sure that all our contracts and work with other organisations is distributed fairly, with clear procedures for contractors including outlining their commitment to race issues.
For more information please go to http://www.salford.gov.uk/procurement
EQUALITY IMPACT ASSESSMENTS

An equality impact assessment is a way of us checking how our work, our policies and our procedures affect different racial groups. Our equality impact assessment process looks not just at different racial groups, but also at other marginalised groups such as older people women, people of different religions, the Lesbian, Gay, Bi-Sexual and Transgender community, people in poverty and people with disabilities.

For further information on equality impact assessments please go to

http://www.salford.gov.uk/conducting_an_equality_impact_assessment1.doc.
For our Directorate Equality Impact Assessment timetables please see Appendix B
Please note that a review of the Equality Impact Assessment process is currently being undertaken.

Once the new process has been agreed, Directorates will prioritise and progress outstanding equality impact assessments.


Part of our role as an employer is to ensure that we take responsibility to create a diverse workforce that is reflective of our communities, to help us to do this we have created an employment action plan which outlines what we will do and by when.

EMPLOYMENT ACTION PLAN- 2005-2008
	
	We will
	As a means to 
	Who is responsible?
	We will report on our progress by

	1. 


	Create a focussed marketing strategy, targeting members of the BME Community
	Raise our profile as an employer of choice
	Equality and Diversity Team and Marketing and Communications
	Reports via Best Value Performance Indicators BVPI 17, reported quarterly



	2. 


	Utilise the ‘Options’ document to attract a wider range of job applicants
	Remove barriers for BME communities 
	Everyone involved in the recruitment and selection process
	Reports via Best Value Performance Indicators BVPI 17, reported quarterly

	3. 


	Engage with BME communities via outreach activities
	Positively promote careers with us 
	Equality and Diversity Team
	Reports via Best Value Performance Indicators BVPI 17, reported quarterly

	4.


	Active use of positive action training schemes 
	Increase our employment of BME staff in senior positions
	Head of Human Resources
	Reports via Best Value Performance Indicators BVPI 11b  & BVPI 17, reported quarterly


	
	We will
	As a means to 
	Who is responsible?
	We will report on our progress by

	5. 


	Provision of advice and information on how to complete application forms meeting all essential criteria

	Positively assisting with the application process
	Head of Human Resources
	Reports via Best Value Performance Indicators BVPI 17, reported quarterly

	6. 
	Develop appropriate mentoring systems
	Work towards retaining BME staff once they are in post
	Recruitment And Retention Officer
	Reports to the Equal Opportunities Forum, bi-monthly

	7.


	Continue to promote the use of the Dignity at Work policy to address appropriately issues of discrimination in the workplace 

	Eliminate discrimination and promote a positive working environment
	Assistant Director, Human Resources
	Reports to the Investigation Panel, monthly

	8.
	Continue to monitor numbers of BME staff who benefit or suffer detriment from performance appraisals

	Ensure there is no disparities with other staff members
	Head of Human Resources
	Reported in Race Relations Amendment Act (RRAA) annual report

	9.
	Continue to monitor numbers of BME staff who are involved in grievances


	Ensure there is no disparities with other staff members
	Head of Human Resources
	Reported in RRAA annual report and reported to Investigations Panel monthly


	
	We will
	As a means to 
	Who is responsible?
	We will report on our progress by

	10.
	Continue to monitor numbers of BME staff who have disciplinary action taken against them

	Ensure there is no disparities with other staff members
	Head of Human Resources
	Reported in RRAA annual report and reported to Investigations Panel monthly

	11.
	Continue to monitor numbers of BME staff who end employment with the authority (whether as a result of dismissal or any other reason)

	Ensure there is no disparities with other staff members
	Head of Human Resources
	Reported in RRAA annual report

	12.


	Find out why BME staff are leaving our employment by conducting exit interviews and actively responding to the feedback and making necessary changes


	Gather information why BME staff leave our organisation 
	Head of Human Resources and Managers within Directorates
	Reported in RRAA annual report


Along with our plans to create a more diverse workforce we understand that we need to ensure existing staff and new staff are provided with training that allows us to pass on information we need to create the organisational changes we are working towards. To help us to do this we have set a council wide staff training action plan.

STAFF TRAINING ACTION PLAN- 2005-2008
	
	We will
	As a means to 
	Who is responsible?
	We will report on our progress by

	1. 


	Continue with our 3 year corporate staff training programme on equality and diversity issues, which is compulsory for all employees and Members
	Raise awareness at all levels of the organisation to bring about a cultural change
	Assistant Director, Human Resources
	Lead Member meeting, Customer and Support Services, quarterly

	2. 


	Continue to develop our E-learning programme and build on our existing courses on Equal Opportunities & Diversity, Race Legislation, the application of principles in Recruitment & Selection & Training & Performance Development 
	Offer an alternative, flexible, self-paced, accessible method to all staff which can be undertaken at their place of work or at a training venue


	HR Officer, E.Learning
	Lead Member meeting, Customer and Support Services, quarterly

	3. 


	Corporate induction for all staff


	Ensure all new staff are given the same level of information on the integral role equality and diversity issues play within the organisation
	Equality and Diversity Team
	Lead Member meeting, Customer and Support Services, quarterly

	4.

 
	Continue to monitor numbers of BME staff who receive training
	Ensure equal access to all our training
	Equality & Diversity Administration Team
	Equal Opportunities Forum


We are currently developing a Performance Management System, which will help us to set targets and monitor our progress. It will also allow us to hold individual workers responsible for their role in helping us to work towards the Race Equality Scheme. In addition to this internal system we will publish results on all our action plans annually.

SCRUTINY COMMITTEES

We also have Scrutiny Committees who listen to the concerns of local people to check how the council and other organisations are performing and where necessary recommend changes to the service.

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 businesses, organisations and voluntary/community groups, to improve the quality of life in Salford.

In carrying out their role, members of Overview and Scrutiny committees will check that the Council’s Race Equality Scheme is being implemented across the Council and within individual services as appropriate.  Suitable training opportunities will be identified to enable Members to carry out this role effectively.

OUR COMPLAINTS PROCEDURE

Any complaint made to us regarding our Race Equality Scheme will be followed through our Complaints Procedure. This procedure is available at all our Council offices and is available via the following link, 

http://www.salford.gov.uk/council/complaints/complaintsprocedure.htm
CONSULTATION

The draft Race Equality Scheme was published in May, 2005 on our website. Consultation with representatives of BME communities is now being streamlined through the Community Network and the BME Forum which will be launched in early 2006. We have consulted with Councillors through the Equal Opportunities Forum. Representatives on the forum include UNISON, the Disabled Persons’s Representative and Access Association, Salford Women’s Centre, Salford Link Project and the Lesbian and Gay Foundation. 


 

WHAT WE WILL ACHIEVE

Our Race Equality Scheme will achieve the following outcomes:

· A workforce that is more representative of our communities

· Directorate implementation of the action plans and achievement of their outcomes 

· Via consultation with BME communities we will improve community relations and effect a change in public confidence

· An increased awareness and knowledge of the existence of the Race Equality Scheme within the Council and compliance with the essence of the document

COMPLIMENTS/COMMENTS ON OUR RACE EQUALITY SCHEME 

If you would like to contact us regarding our Scheme, please contact us 

Jean Carter



Paul Budis

Principal HR Officer


Principal HR Officer

Equality & Diversity Team

Equality & Diversity Team

Customer & Support Services
Children’s Services

Salford City Council


Minerva House

Salford Civic Centre


Pendlebury Road

Chorley Road


Swinton

Swinton



M27 4EQ

M27 5BN 



Tel: 0161 778 0123, Ext 0477

Tel: 0161 793 3275


Email: paul.budis@salford.gov.uk

Email: jean.carter@salford.gov.uk

Elaine Barber


Zahrah Mir

Diversity Officer


Diversity Officer

Equality & Diversity Team

Equality & Diversity Team

Customer & Support Services
Children’s Services

Salford City Council


Minerva House

Salford Civic Centre


Pendlebury Road

Chorley Road


Swinton

Swinton



M27 4EQ

M27 5BN



Tel: 0161 778 0123, Ext 0127

Tel: 0161 793 3536


Email: zahrah.mir@salford.gov.uk

Email:elaine.barber@salford.gov.uk

APPENDICES - APPENDIX A - CENSUS DATA- 2001

	WARDS
	All People
	White British
	White Irish
	Other White
	Mixed White/Caribbean
	Mixed White/African
	Mixed White/Asian
	Other Mixed
	Asian Indian
	Asian Pakistani
	Asian Bangladeshi
	Other Asian
	Black Caribbean
	Black African
	Other Black
	Chinese
	Chinese/Other Ethnic Group

	BARTON
	12063
	11247
	272
	92
	53
	17
	34
	48
	35
	44
	54
	33
	32
	9
	9
	17
	67

	BOOTHSTOWN & ELLENBROOK
	9786
	9253
	99
	91
	42
	3
	27
	15
	89
	36
	5
	6
	17
	10
	0
	88
	6

	BROUGHTON
	11870
	9967
	516
	437
	79
	60
	46
	41
	126
	200
	14
	46
	34
	134
	12
	75
	85

	CADISHEAD
	9265
	8877
	169
	49
	18
	13
	6
	12
	41
	21
	9
	9
	5
	9
	0
	17
	11

	CLAREMONT
	10462
	9861
	193
	109
	35
	19
	25
	12
	51
	71
	10
	11
	8
	11
	0
	29
	18

	ECCLES
	10313
	9170
	276
	157
	34
	19
	40
	40
	104
	77
	173
	108
	18
	10
	8
	21
	59

	IRLAM
	9893
	9504
	133
	55
	45
	6
	26
	14
	18
	12
	5
	8
	12
	12
	3
	29
	10

	IRWELL RIVERSIDE
	11503
	9870
	292
	413
	62
	32
	28
	51
	89
	56
	7
	33
	54
	110
	9
	315
	82

	KERSAL
	11304
	9623
	209
	870
	42
	17
	16
	9
	42
	106
	3
	28
	46
	57
	17
	57
	163

	LANGWORTHY
	12403
	11219
	242
	239
	63
	40
	6
	19
	109
	77
	9
	26
	28
	103
	9
	177
	36

	LITTLE HULTON
	12739
	12313
	143
	85
	35
	6
	9
	23
	44
	15
	0
	6
	12
	16
	0
	23
	9

	ORDSALL
	6563
	5778
	188
	168
	49
	18
	27
	15
	54
	39
	7
	24
	30
	50
	9
	62
	45

	PENDLEBURY
	11500
	10977
	111
	99
	44
	11
	15
	24
	44
	39
	8
	11
	19
	34
	3
	47
	14

	SWINTON NORTH
	10977
	10564
	118
	65
	26
	7
	12
	12
	33
	18
	31
	7
	12
	18
	3
	35
	16

	SWINTON SOUTH
	10990
	10484
	158
	103
	37
	6
	23
	15
	29
	25
	14
	9
	11
	3
	0
	39
	34

	WALKDEN NORTH
	11198
	10756
	104
	81
	40
	12
	34
	24
	43
	19
	5
	6
	12
	10
	3
	33
	16

	WALKDEN SOUTH
	10184
	9817
	101
	78
	28
	10
	27
	15
	28
	20
	0
	15
	4
	4
	3
	24
	9

	WEASTE SEEDLEY
	10905
	10058
	216
	133
	69
	18
	31
	45
	111
	38
	0
	18
	18
	40
	6
	35
	68

	WINTON
	12184
	11519
	228
	119
	50
	14
	9
	32
	29
	32
	26
	14
	18
	21
	20
	29
	24

	WORSLEY
	9956
	9485
	118
	90
	14
	12
	42
	19
	74
	8
	14
	19
	3
	12
	3
	24
	19

	SALFORD
	216058
	200342
	3886
	3533
	865
	340
	483
	485
	1193
	953
	394
	437
	393
	673
	117
	1176
	791


	
	All People
	White British
	White Irish
	Other White
	Mixed White/

Carib-

Bean
	Mixed White/ African
	Mixed White Asian
	Other Mixed
	Asian Indian
	Asian Pakis tani
	Asian Bangl ades hi
	Other Asian
	Black Carib-bean
	Black African
	Other Black
	Chine se
	Chinese/ Other Ethnic Group

	WARDS
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%
	%

	BARTON
	100
	93.24
	2.25
	0.76
	0.44
	0.14
	0.28
	0.4
	0.29
	0.36
	0.45
	0.27
	0.27
	0.07
	0.07
	0.14
	0.56

	BOOTHSTOWN & ELLENBROOK
	100
	94.55
	1.01
	0.93
	0.43
	0.03
	0.28
	0.15
	0.91
	0.37
	0.05
	0.06
	0.17
	0.1
	0
	0.9
	0.06

	BROUGHTON
	100
	83.97
	4.35
	3.68
	0.67
	0.51
	0.39
	0.35
	1.06
	1.68
	0.12
	0.39
	0.29
	1.13
	0.1
	0.63
	0.72

	CADISHEAD
	100
	95.81
	1.82
	0.53
	0.19
	0.14
	0.06
	0.13
	0.44
	0.23
	0.1
	0.1
	0.05
	0.1
	0
	0.18
	0.12

	CLAREMONT
	100
	94.26
	1.84
	1.04
	0.33
	0.18
	0.24
	0.11
	0.49
	0.68
	0.1
	0.11
	0.08
	0.11
	0
	0.28
	0.17

	ECCLES
	100
	88.92
	2.68
	1.52
	0.33
	0.18
	0.39
	0.39
	1.01
	0.75
	1.68
	1.05
	0.17
	0.1
	0.08
	0.2
	0.57

	IRLAM
	100
	96.07
	1.34
	0.56
	0.45
	0.06
	0.26
	0.14
	0.18
	0.12
	0.05
	0.08
	0.12
	0.12
	0.03
	0.29
	0.1

	IRWELL RIVERSIDE
	100
	85.8
	2.54
	3.59
	0.54
	0.28
	0.24
	0.44
	0.77
	0.49
	0.06
	0.29
	0.47
	0.96
	0.08
	2.74
	0.71

	KERSAL
	100
	85.13
	1.85
	7.7
	0.37
	0.15
	0.14
	0.08
	0.37
	0.94
	0.03
	0.25
	0.41
	0.5
	0.15
	0.5
	1.44

	LANGWORTHY
	100
	90.45
	1.95
	1.93
	0.51
	0.32
	0.05
	0.15
	0.88
	0.62
	0.07
	0.21
	0.23
	0.83
	0.07
	1.43
	0.29

	LITTLE HULTON
	100
	96.66
	1.12
	0.67
	0.27
	0.05
	0.07
	0.18
	0.35
	0.12
	0
	0.05
	0.09
	0.13
	0
	0.18
	0.07

	ORDSALL
	100
	88.04
	2.86
	2.56
	0.75
	0.27
	0.41
	0.23
	0.82
	0.59
	0.11
	0.37
	0.46
	0.76
	0.14
	0.94
	0.69

	PENDLEBURY
	100
	95.45
	0.97
	0.86
	0.38
	0.1
	0.13
	0.21
	0.38
	0.34
	0.07
	0.1
	0.17
	0.3
	0.03
	0.41
	0.12

	SWINTON NORTH
	100
	96.24
	1.07
	0.59
	0.24
	0.06
	0.11
	0.11
	0.3
	0.16
	0.28
	0.06
	0.11
	0.16
	0.03
	0.32
	0.15

	SWINTON SOUTH
	100
	95.4
	1.44
	0.94
	0.34
	0.05
	0.21
	0.14
	0.26
	0.23
	0.13
	0.08
	0.1
	0.03
	0
	0.35
	0.31


	
	All People
	White British
	White Irish
	Other White
	Mixed White/

Carib-

Bean
	Mixed White/ African
	Mixed White Asian
	Other Mixed
	Asian Indian
	Asian Pakis tani
	Asian Bangl ades hi
	Other Asian
	Black Carib-bean
	Black African
	Other Black
	Chine se
	Chinese/ Other Ethnic Group

	WALKDEN NORTH
	100
	96.05
	0.93
	0.72
	0.36
	0.11
	0.3
	0.21
	0.38
	0.17
	0.04
	0.05
	0.11
	0.09
	0.03
	0.29
	0.14

	WALKDEN SOUTH
	100
	96.4
	0.99
	0.77
	0.27
	0.1
	0.27
	0.15
	0.27
	0.2
	0
	0.15
	0.04
	0.04
	0.03
	0.24
	0.09

	WEASTE SEEDLEY
	100
	92.23
	1.98
	1.22
	0.63
	0.17
	0.28
	0.41
	1.02
	0.35
	0
	0.17
	0.17
	0.37
	0.06
	0.32
	0.62

	WINTON
	100
	94.54
	1.87
	0.98
	0.41
	0.11
	0.07
	0.26
	0.24
	0.26
	0.21
	0.11
	0.15
	0.17
	0.16
	0.24
	0.2

	WORSLEY
	100
	95.27
	1.19
	0.9
	0.14
	0.12
	0.42
	0.19
	0.74
	0.08
	0.14
	0.19
	0.03
	0.12
	0.03
	0.24
	0.19

	SALFORD
	100
	92.73
	1.80
	1.64
	0.40
	0.16
	0.22
	0.22
	0.55
	0.44
	0.18
	0.20
	0.18
	0.31
	0.05
	0.54
	0.37


Compiled by the Information Group, Development Planning using 're-based' 2001 Census data. NB: 'Re-based' means that the new wards have been calculated using proportioned Output Area level data, and not from the individual source returns

APPENDIX B - OUR DIRECTORATE EQUALITY IMPACT ASSESSMENT TIMETABLES

CHILDREN’S SERVICES - EQUALITY IMPACT ASSESSMENT TIMETABLE

The Education and Leisure Directorate ceased to be operational on 31st August 2005 and the new Children's Services Directorate commenced on 1st September 2005. The impact assessment process is also currently being revised in conjunction with specialist consultants. Once the structure of the new Directorate is embedded and the revised process agreed our programme of Impact Assessments will commence.

CUSTOMER & SUPPORT SERVICES- EQUALITY IMPACT ASSESSMENT TIMETABLE
	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Human Resources Service Activities
	
	
	

	Recruitment advertising/ processing
	Kathy Evans
	March 2007
	

	Recruitment practice (including ‘Options’)
	Debbie Brown
	March 2007
	

	Outstations/shared service arrangements
	Debbie Brown
	March 2007
	

	Occupational Health
	David Butler
	January 2006
	

	Health and Safety
	David Butler
	April 2006
	

	Management Training
	David Horsler
	April 2006
	

	Customer Service Training
	David Horsler
	February 2006
	


	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Human Resources 

Service Activities
	
	
	

	Equality & Diversity Training
	David Horsler
	Completed January 2006
	

	Skills for Life
	David Horsler
	April 2006
	

	Job Evaluation
	Debbie Brown
	March 2007
	

	Policies
	
	
	

	Dignity at Work Policy
	David Horsler
	September 2006
	

	Re-deployment Policy
	Debbie Brown
	March 2007
	

	Capability Procedure
	Debbie Brown
	March 2007
	

	Succession Planning
	Debbie Brown
	March 2007
	

	Competencies/Appraisal
	David Horsler
	March 2006
	

	Workforce Development Plan
	David Horsler
	July 2006
	

	Attendance Management
	Debbie Brown
	March 2007
	


Note

Initial EIAS for the following service activities and policies will be carried out in accordance with a corporate plan for EIAs which is in the course of preparation. Also, the timetable will be flexible and updated in the light of progress.

	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Law and Administration
	
	
	

	Service Activities
	
	
	

	Litigation Team
	Tony Hatton
	
	

	Land & Property Team
	Norman Perry
	
	

	Family Team
	Lorraine Ashton
	
	

	Housing Legal Team
	Sian Roxborough
	
	

	Crime & Disorder Team
	Neil Pilkington
	
	

	Nuisance Link Team
	Steve Meaton
	
	

	Housing & Planning Outstationed Legal Officer
	Pauline Lewis
	
	

	Land Charges Team
	Shirley Hill
	
	

	Registration of Births, Deaths and Marriages
	Rebecca Wardley
	
	

	Elections
	Principal Electoral Services Officer
	
	

	Committee Services
	Paul Templeton
	
	

	Support Services Unit
	Alan Heason
	
	

	Out of Hours Emergency Services Team
	Alan Heason
	
	

	Civic Centre Switchboard
	Pam Hayes
	
	

	Word Processing Staff
	Jill Burke
	
	

	Emergency Planning
	Peter Towey
	
	


	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Copy Print Services
	Peter Smith
	
	

	Members’ Services Unit
	Cathy Pickup
	
	

	Procurement
	Gary Amos
	
	

	Law and Administration
	
	
	

	Policies
	
	
	

	Council Constitution
	Graham Chinn
	
	

	Codes of Conduct
	Alan Eastwood
	
	


	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Customer Services
	
	
	

	Service Activities
	
	
	

	Council Tax & Benefits
	Dave Singleton
	
	

	Call Centre
	Martin Flavell
	
	

	Document Services
	Dave Singleton
	
	

	Income/Cashiers
	Dave Singleton
	
	

	Customer Advice Team
	Martin Flavell
	
	

	Investigations & Overpayments
	Dave Singleton
	
	

	Council Tax & Business Rate Recovery
	Dave Singleton
	
	

	Policies
	
	
	

	Corporate Debt Policy
	Steve Fryer/

Dave Singleton
	
	


	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Finance
	
	
	

	Service Activities
	
	
	

	Accountancy
	Geoff Topping
	
	

	FSG
	Geoff Topping
	
	

	Internal Audit
	Don Simpson
	
	

	Police Accountancy (Note 1)
	Roger Bell
	
	


Note 1 :   Subject to clarification of arrangements with GMPA.

ICT Services

The structure of ICT Services has been reviewed.  A timetable for initial EIA’s will be produced once the corporate plan for EIAs is available.

COMMUNITY, HEALTH & SOCIAL CARE - EQUALITY IMPACT ASSESSMENT TIMETABLE

Community and Social Services ceased to be operational on 31st August, 2005 and the new Community, Health and Social Care Directorate commenced on 1st September, 2005.

Impact Assessments undertaken to date:

Home Care









Intermediate Care

Supported Housing & Day Services (Mental Health)


Mental Health Team

Children & Families Social Work





Learning Disability Service – on-going process

Children’s Residential Services





Day Care – Older People

Community Engagement






Community Occupational Therapy Service

Community Drugs Service






Child Protection

Hospital Social Work







New Directions












Physical Disability












Sensory Services

COMMUNITY HEALTH & SOCIAL CARE - EQUALITY IMPACT ASSESSMENT TIMETABLE
	Procedure/activity
	Responsibility
	Initial EIA Date for completion
	Full EIA required?  If yes date for completion

	Contracts
	Deborah Siddique
	January 2006
	

	Welfare Rights
	Deborah Siddique
	January 2006
	


CHIEF EXECUTIVE DIRECTORATE- 

Equality Impact Assessment Timetable for Economic Development procedures

	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	
	
	
	

	Expanding Boundaries
	Geoff Archer
	Done 8.12.04
	No

	Property Search
	Geoff Archer
	Done 8.12.04
	No

	Recruitment and Training Support
	Geoff Archer
	Done 8.12.04
	No

	Workforce Development
	Geoff Archer
	Done 8.12.04
	No

	Business Security Grant
	Geoff Archer
	Done 6.9.04
	No

	Salford Business Forum
	Geoff Archer
	End of Feb, 2006
	

	Chapel Street Business Improvement
	Geoff Lightford
	End of Feb, 2006
	

	Economic Development Strategy
	Matthew Lynn
	End of Feb, 2006
	

	Annual Report
	Matthew Lynn
	End of Feb, 2006
	

	Community Plan
	Matthew Lynn
	End of Feb, 2006
	

	Business IN Salford
	Geoff Archer
	End of Feb, 2006
	


CHIEF EXECUTIVE DIRECTORATE

Equality Impact Assessment Timetable for Marketing & Communications
	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Salford Marketing Strategy – delivering differentiation
	Sue Hill


	Completed December, 2005


	No



	Salford City Council – corporate marketing and communications strategy
	Sue Hill


	Completed December 2005


	No

	Salford City Council – tourism marketing strategy and action plan
	Lindsay Hebden


	Completed August 2005
	No




CHIEF EXECUTIVE DIRECTORATE
Equality Impact Assessment Timetable for Local Strategic Partnership 
	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Partnership Improvement Plan
	Jon Stephenson
	Completed 25.5.05
	No

	LSP Board Protocol
	Jon Stephenson
	Completed 25.5.05
	No

	Co-ordination Group Roles & Responsibilities Document
	Jon Stephenson
	Completed 8.7.05
	No

	Good Practice in Community Involvement Interim Report
	Jon Stephenson
	Completed 24.8.05
	No

	Communications Strategy
	Karen McCrackle
	Completed 23.6.05
	No


CHIEF EXECUTIVE DIRECTORATE
Equality Impact Assessment Timetable New Deal For Communities Programme

	Policy/Procedure/Activity


	Responsibility
	Initial EIA date for completion
	Full EIA required?  If yes date for completion

	Community Involvement Strategy
	Community Involvement Manager
	January 2006
	

	Youth strategy
	Programme Implementation Manager


	October 2005
	No

	Communications Strategy
	Communications Officer


	November 2005
	No

	Community Facilities Action Plan
	Community Involvement Manager
	January 2006
	

	Newsletter
	Communications Officer


	October 2005
	No

	Community Network
	Voluntary Sector Development Worker


	January 2006
	

	Task Groups including Governance arrangements
	Strategic planning and Development Manager


	January 2006
	

	Annual Report
	Communications Officer


	October 2005
	No

	NDC Leaflets
	Communications Officer


	October 2005
	No

	Partnership Board
	Chief executive (PA)


	January 2006
	


	Procedure/Activity


	Responsibility
	Initial EIA date for completion
	Full EIA required?  If yes date for completion

	Events
	Trainee Regeneration Officer
	November 2005
	

	Project Appraisals
	Finance and Admin Manager


	January 2006
	

	Crime and Community Safety Strategy
	Crime Theme Manager
	January 2006
	

	Training and Development Plan
	Strategic Planning and Development Manager


	January 2006
	

	Development Framework
	Physical and Development Theme Manager


	November 2005
	No

	Business employment and skills Strategy
	Business Employment and Skills Theme Manager
	January 2006
	


CHIEF EXECUTIVE DIRECTORATE
Equality Impact Assessment Timetable for Overview and Scrutiny procedures

	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Overview and Scrutiny external focus
	Russell Bernstein
	Completed - end of December 2005
	No


HOUSING DIRECTORATE

Equality Impact Assessment Timetable 2005/06

The reason for the timetable being just for one year is due to the fact that the department is undergoing a restructure to form a new Directorate (Housing and Planning).  Details of the structure have not been confirmed yet but it is likely to have a large impact.  A new timetable will be issued once the changes are complete.

	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Allocations – in development.  Stage 2 
	Trish Nunn, Housing Choice and Development
	October 2005
	When scheme is launched

	Diversity Living Strategy
	Barbara Iqbal, Housing Strategy & Planning
	February 2006
	

	Regulatory Reform Order.  Stage 2 EIA
	Dave Heaney, Private Sector Housing
	March 2006
	

	Supporting People Strategy
	Mick Coogan, Supporting People Team
	March 2006
	

	Homelessness Strategy 
	Jayne Prince, Homeless-

ness & Housing Advice
	September 2006
	

	Application for Rental Bonds
	Jayne Price, Homeless-

ness & Housing Advice
	March 2006
	

	Joint Assessment Process
	Jayne Price, Homeless-

ness & Housing Advice
	March 2006
	


	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Customer Compact Review (formerly the Tenant Compact)
	Helen McColl, Housing Strategy & Planning
	Completed September 2005
	No

	Older Person’s Housing Strategy
	Glyn Meacher, Housing Choice & Development
	October 2006
	

	Review of Housing Strategy to incorporate Young Person’s Strategy, Student Housing Strategy, Gypsy & Traveller Housing Strategy
	Emma Marrington
	July 2006
	

	Supported Accommodation Strategy
	Russell Dennis 
	June 2006
	

	Affordable Housing Strategy
	Michael Hemingway

Vicky Coakley
	July 2006
	

	Management of non-dwelling assets
	David Williams, Options Delivery
	June 2006
	

	Outline Business case for a PFI bid for Decent Homes
	Jane Barlow, Housing Strategy & Planning
	March 2007
	

	Housing Market Assessment – West Salford
	Shahla Zandi, Housing Strategy & Planning
	September, 2006
	

	Repairing Loans
	Jackie Crook, Housing Market Renewal
	March 2006
	

	Equity Release Scheme
	Jackie Crook, Housing Market Renewal
	March 2006
	


	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Homeswap to Newbuild
	Jackie Crook, Housing Market Renewal
	December 2006
	

	Empty Property Strategy
	Steve Newton, Housing Market Support - Enforcement
	April 2006
	

	Enforcement Policy
	Steve Newton, Housing Market Support - Enforcement
	April 2006
	

	Landlord Licensing
	Steve Newton, Housing Market Support - Enforcement
	March 2006
	


ENVIRONMENT DIRECTORATE

Equality Impact Assessment Timetable 

Initial impact assessments have been completed for most policy areas identified from the Directorate’s Business Planning process.  Impact Assessment will be integrated into the business planning process and reviews will be programmed for 2006 and onwards following the completion of Assessment training by managers.

	Procedure/ activity
	Responsibility
	Initial EIA Date for completion
	Full EIA Required? If Yes date for completion

	Initial assessments for new service areas.

· Licensing
· Citywide services
	Colin Thompson
	June 2006
	

	Initial assessment for

· Parks/Green Space

· Grounds Maintenance

· Vehicle Management

Other services monitoring review during business planning
	Colin Thompson
	September 2006
	

	All services monitoring review during business planning
	Colin Thompson
	March 2007
	


APPENDIX C – OUR ACTION PLANS

The Action plans have been written by each individual Directorate on their plans to ensure that they are working with our Race Equality Scheme.

DIRECTORATE: CUSTOMER & SUPPORT SERVICES

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Continuing to apply policies such as recruitment and selection guidelines, human resources strategy and equal opportunities policies.

· Use of “Options”Recruitment Toolkit 

· Increasing general awareness through training.  All managers and staff are undertaking one day training courses in Equal Opportunities awareness.  There is additional training arranged for front-line staff and managers.


	All

David Horsler/ outstationed HR teams and managers in Directorates

David Horsler/ All 
	Continually

Reported to Senior Management Group and Customer & Support Services Scrutiny Committee on an ongoing basis

Continuous monitoring by Officer Working Group on Equalities (OWGOE)


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Workforce profile and recruitment monitoring.

· Monitoring of race quality scheme.
	Kathy Evans

OWGOE and Equal Opps. Forum
	Quarterly by OWGOE/Customer & Support Services Senior Manage-

ment Group/Equal Opportunities Forum as appropriate.

Quarterly

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences.
	· Training (see point 1 above)

·  Equality Impact Assessments (EIAs).

     Draft EIA timetable drawn up but it will  

     need to be amended when the new EIA 

     forms are introduced.

·   Internal consultation and information   

     dissemination to staff on equalities.


	David Horsler/ All

See EIA time- table above

Customer & Support Servs. Equality Group (CASSEG)
	(see point 1 above)

Quarterly

Ongoing


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population.


	· Monitoring.  Pilot customer satisfaction scheme, including equalities monitoring information underway in the Customer Contact Centre.  Guidance awaited on undertaking corporately.

· Use of “Language Panel” on publications etc.

· Consultation.  Guidance produced within the directorate.

	CASSEG

CASSEG

CASSEG
	Quarterly

Quarterly

Quarterly

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Monitoring/Customer Surveys (see point 3 above).
	CASSEG
	Quarterly


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences
	· Monitoring/Customer Surveys. (see point 3 above)

· EIAs (see point 2 above)

· Complaints Procedure. New corporate procedure introduced with equalities monitoring form attached.


	CASSEG

(see EIA time- table above)

Alan Eastwood
	Quarterly

Quarterly

Quarterly

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	·  EIAs (see point 2 above)

·  Consultation (see point 3 above)
	(see EIA timetable above)

CASSEG
	Quarterly

Quarterly



	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	(As question 6)
	
	


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	8.
	Increasing confidence in reporting racial incidents.


	· Implement electronic system.

· Publicity and consultation.
	David Horsler

Equality and Diversity Team


	April 2006

June 2006

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled.
	· Making sure adequate feedback is given and providing training for staff.
	All
	September 2006


Summary

In summary, the key actions which will be carried out within Customer and Support Services during 2005-2008 are:

· Consultation - both external and internal.

· Training - to increase awareness among all staff.

· Monitoring - to provide more information about new customers and the services they require.

· EIAs - to help improve our service and ensure equality in service delivery.

DIRECTORATE: HOUSING SERVICES

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Establish the ethnic make-up of Housing Services staff.  

· Contact minority groups to inform them when/where certain vacancies will be advertised.


	Performance Team
	March, 2006

	2.


	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Ensuring all housing services staff attend the one-day corporate equalities training.  

· Ensuring our diversity leaders continue to actively promote equality within the organisation.  

· Continuing the sharing of information and best practice through the Housing Equalities group.


	Performance Team


	Ongoing/Housing Equalities Group meets bi-monthly


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Incorporating ethnicity monitoring of service users into all services where it isn’t already undertaken.

· Undertake six monthly monitoring reports to highlight any differences and produce an action plan.


	Performance Team

Performance Team
	October 2005 to March 2006

December 2005. Reported to Senior Management Group and Lead Member



	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Introducing customer satisfaction measurement to all housing teams.

· Investigate the need to produce a consultation strategy that will plan co-ordination and avoid duplication where possible.


	Performance Team

Strategy  and Consultation Team
	November 2005

March 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences
	· A quarterly complaints analysis of all complaints received by housing services and NPHL will continue to be undertaken but will also include analysis of ethnicity.  Where differences are identified, action plans will be introduced. The corporate complaints procedure has recently been reviewed.
	Performance Team
	Quarterly

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Housing Services are in the process of producing a Diversity Living Strategy (BME Housing Strategy).  The strategy is being produced through consultation with BME and minority faith groups in the city.  

· Customer satisfaction measurement and our continued programme of equality impact assessments and action plans should ensure that our services are meeting the needs of all ethnic groups within our community.


	Housing Strategy Team 

Performance Team
	March 2006

Measures in place by September 2005 Customer satisfaction measurement.

EIAs ongoing. Results/outcomes to be reported in March 2006




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Ensure that the services provided by Housing Services reflect what our customers want i.e. their priorities.
	All teams within the Directorate


	March 2006

	8.
	Increasing confidence in reporting racial incidents
	· Anti-social behaviour, including racial incidents in Public Sector housing is currently dealt with through NPHL’s dedicated Anti-Social Behaviour Team.  

· The Council has signed up to the ‘Together’ campaign – a new national campaign to tackle anti-social behaviour.  The campaign incorporates the promotion of a National number to report anti-social behaviour (including racial incidents), which channels callers through to their local service.  

· A cross-tenure Anti Social Behaviour Unit has been developed, which will provide an all-encompassing Anti Social Behaviour service to all sectors.  


	Performance Team/ Cross tenure Anti-Social Behaviour Team

Performance Team/ Cross tenure Anti-Social Behaviour Team

Performance Team/ Cross tenure Anti-Social Behaviour Team
	March 2006

April 2006

December 2005


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled

Improving access to services
	· NPHL measure satisfaction with the way in which racial incidents resulting in further action are handled.

· Implementing the 2004/05 Equality Impact Assessment Action Plan.
	Performance Team

All teams within the Directorate
	March 2006

March 2006

	
	Housing Services is currently in the process of merging with Planning to form a new directorate (Housing and Planning)

 
	· This action plan covers the period up to March 2006 but it will be reviewed before this date to take account of developments which will be happening during the year such as:

· The Implementation of the Diversity Living Strategy


	All teams within the Directorate

All teams within the Directorate


	March 2006

To be introduced in April 2006 and implemented by March 2007




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· The recommendations from 2005/06 Equality Impact Assessments

· The recommendations from the Audit Commission Key Lines of Enquiry Gap Analysis

· Any possible changes in priorities or additional priorities as a result of the merger


	All teams within the Directorate

All teams within the Directorate

All teams within the Directorate
	April, 2006 to March, 2007

February 2006 to March 2009

March 2006


DEPARTMENT: The former Development Services Directorate including Urban Vision and the client side sections now residing in Housing and Planning

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Following the corporate policy on selection and recruitment and equal opportunities.

· By having an active policy to create links with local Colleges and Universities.

· Continue to advertise vacancies in ‘Planning’ magazine but also advertise more vacancies in specialist community publications to increase representation across workforce.

· To offer work placements for people within the organisation.


	Urban Vision Management Team

Urban Vision Management Team

Managers/HR Team

Urban Vision Management Team
	Ongoing

Ongoing relation- ship established with Universities

Examples of advertisements by end April 2006

April 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Training-Roll out equality training through out the Company to ensure that all staff have undertaken the one day awareness training.

· An equality working group has been in existence for twelve months and this group’s responsibility is to co-ordinate equality improvements and create the action plans in relation to equality for the company.

· Carry out equality impact assessments to ensure that stakeholders are not excluded because of race.
	Equality group

J. Till

Service Managers
	April, 2006

Ongoing

Ongoing



	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· All correspondence to the public contains a language leaflet explaining that the Company uses the language line facility.
	All Staff liaising with the public
	On going


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· The Company is now 100% E enabled which allows users to access the information on line if that individual has problem in accessing the services due to cultural differences.

· Leaflets in the six recognised languages explaining the Planning services are available on reception., needs to be rolled out to other services.

· By carrying out equality impact assessments to ensure that all service users have access to our services.

· Aim to involve more ethnic groups in planning process (eg. Use of language line, sign language.  Research to establish need.  Improve communication.

· Engage in consultation exercises with minority groups and provide information on our services that are available.
	Web content officer

Service Manager

Service Manager

Service Manager

Corporate mechanism will be developed
	Ongoing

April, 2006

April, 2006

Survey before/ after improvements to identify if progress is effective

Reported to the Diversity Forum in December 2004




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	4.


	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Bench mark the level of satisfaction currently experienced by the use of surveys through out the company.

· Consult with representative groups on the company’s level of performance and the satisfaction rates by users.

· To help staff to involve the ethnic minorities.

· Consult ethnic minorities to find out their preferences for methods of involvement. 

· Increased use of IT communication (including GIS, email, fax, minicom, illustrations – Minicoms in place

· Review the complaints procedure to ensure that ethnicity is recorded and analyse the data for trends.


	Service managers

Corporate mechanism will be developed

Training

Corporate mechanism will be developed

To be confirmed

Corporate initiative/Mike Bloor
	April, 2006

April 2006

Ongoing

To be confirmed

To be confirmed

April 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences



	· Review the complaints procedure to ensure that ethnicity is recorded and analyse the data for trends.

· Identify problems arising from existing complaints (from ethnic groups) and carry out consultation for identifying improvements.

· Carry out an equality impact assessment on the complaints procedure to ensure that no ethnic groups are excluded or unfairly treated.


	Corporate initiative/Mike Bloor

Mike Bloor

Mike Bloor
	April 2006

April 2006

April 2006

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Consult with representative groups on the company’s level of performance and the satisfaction rates by users.

· Consultation with ethnic groups to identify their needs and preferences. Identify priorities. May also need to help ethnic groups understand why any preferences cannot be justified.


	Satisfaction surveys sent to client Directorates 

Corporate mechanism will be developed
	Ongoing

To be confirmed


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Carry out an equality impact assessment on the policies and procedures across the company to ensure that no ethnic groups are excluded or unfairly treated.

· Consult with representative groups on the company’s level of performance and the satisfaction rates by users.

· Ensure that all people have equal access to the planning service.       Help ethnic groups to understand the values and benefits of the planning system.

· Review policies and procedures as ongoing EqIA’s (also need to build this into the new planning system).

· Carry out surveys to ensure that service provision meets the requirements of all ethnic groups.


	Service managers/Equality Group

Satisfaction surveys sent to client Directorates

To be confirmed

Service Manager

Benchmark level of performance


	April, 2006

Ongoing

Ongoing

Ongoing

April 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	8.
	Increasing confidence in reporting racial incidents


	· Ensure that the reporting system is open and visible and is clearly understood by all parties.

· Ensure that ethnicity is recorded and that all ethnic groups are not unfairly treated by the process.

· Report to the Management Team on a quarterly basis on the number of complaints received, their nature and the complainants ethnicity.

· Make all staff aware of their responsibilities when reporting racial incidents (staff can be racially abused).


	Mike Bloor, customer complaints

Urban Vision HR Team

J. Till

Urban Vision HR Team
	April 2006

April 2006

December 2006

April 2006

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled.
	· Consult with the complainant to ascertain how the complaint was dealt with and whether they were satisfied in the procedure (try to separate the out come from the process).


	Mike Bloor/ investigating officer
	Ongoing


DIRECTORATE: ENVIRONMENT 
	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Implementation of corporate policy and procedures for equality in recruitment and retention

·  Increasing general awareness through training.

· Monitoring of race equality scheme.

· Increase general awareness through the introduction of the new induction training process.

· Continue to advertise in the most appropriate media commensurate with the jobs.


	Service Managers/HR Team/Human Resources


	Reporting quarterly to Senior Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Implementation of corporate policy and procedures for equal opportunities.

· Roll out equality training across the directorate to ensure that all staff have undertaken the one-day awareness training.

· Complete equality impact assessments.

· Internal consultations on equalities.

· Promote equality through Diversity Leaders.


	Service Managers

Human Resources

Service Managers

Diversity Leaders

Diversity Leaders
	December 2006

Annual

March 2007

Ongoing

Ongoing


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Continuous improvement in promoting the availability of services to all, to ensure equality of access.

· Service leaflets available with translation service.

· Use and promotion of Language Line and interpreter service.

· Flexibility in service provision to suit specific needs.

· Consultation with minority groups.


	Service Managers
	Reporting to Senior Management Team

ongoing

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Customer Satisfaction surveys are carried out on a rolling programme for all services, with ethnicity monitoring as part of the process.

· Monitoring through the corporate complaints procedure.

· Charter Mark accreditation includes equality of service provision.
	Customer service unit and Service managers
	Reporting annually to Senior Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences
	· Positive action to resolve service complaints and   improve service provision to avoid recurrence.

· Ensure equality of service provision.

· Monitoring through the corporate complaints procedure.

· Undertaking of impact assessments will help to proactively reduce the likelihood and number of complaints.

· Monitoring of customer surveys will identify and help to reduce any differences.

· Charter Mark accreditation includes equality of service provision.


	Service Managers

Complaints officers
	Reporting annually to Senior Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Consultation with customers to determines needs.

· Flexibility in service provision to suit particular user groups.

· Undertaking of impact assessments will help to proactively reduce the likelihood and number of complaints.

· Charter Mark accreditation includes equality of service provision.
	Service Managers
	Reporting annually to Senior Management Team

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Consultation with customers to determine needs.

· Flexibility in service provision to suit particular user groups.

· Undertaking of impact assessments will help to proactively reduce the likelihood and number of complaints.

· Charter Mark accreditation includes equality of service provision.


	Service Managers
	Reporting annually to Senior Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	8.
	Increasing confidence in reporting racial incidents
	· Implementation of corporate policy and procedures for equal opportunities.

· Roll out equality training across the directorate to ensure that all staff have undertaken the one-day awareness training.

· Promote equality through Diversity Leaders.


	Corporate and Directorate diversity leadership
	December 2006



	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Consistent application of corporate procedures on equality.

· Roll out equality training across the directorate to ensure that all staff have undertaken the one-day awareness training.


	Service Managers

Corporate and Directorate diversity leadership
	Reporting exceptions to Senior management Team


DIRECTORATE: COMMUNITY, HEALTH & SOCIAL CARE

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Using different methods of recruitment and selection

· Reviewing job descriptions to make sure they are based on competencies and do not exclude people from diverse backgrounds

· Putting a diverse range of staff profiles on the Internet to show people the diversity of staff and jobs and encourage more people to apply for jobs.


	Iris Newton

Managers & HR Team

Deborah Siddique
	Articles about BME staff + adverts in Pride Magazine & other publications

Ongoing

May 2006



	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Making sure staff access the Equilibra training available.

· Supporting the BME Staff Support Group
	Sheila Dawson

Anne Williams
	March 2006

This has now expanded to include Children’s Services and is also supported by Jill Baker




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Promoting the ways we can help people by providing information in different formats and in places  / through organisations people use
	Deborah Siddique
	Ongoing

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Evaluating results of surveys to inform service development

· Involving service users and carers in decisions about their care and service planning

· Organising focus groups within BME communities
	Deborah Siddique

All staff

Zahid Siddique
	Better Care Higher Standards Survey reported on October 2005.  Home Care User Survey due in February 2006

Working Together Strategy event held in December 2005.  Ongoing

Focus group for Mental Health Service Users, others planned. October 2006




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences
	· Making sure service users and carers are fully involved in their assessment, are able to make informed choices and that decisions and processes are clearly explained
	Social Work staff
	New system for recording set up.  Number of complaints in April - September has fallen to 43 in comparison to same period last year (78). April 2006



	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Working with other organisations to increase the range and availability of culturally sensitive services
	Principal Managers
	Increased Social Work hours at MJF. Yemeni community in Eccles now have additional facilities. Work ongoing in this area.




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Progressing the actions highlighted in Initial Impact Assessments

· Widening involvement in Partnership Boards and training service users members of Partnership Boards in a range of issues including dealing with diversity issues
	Principal Managers

Sheila Dawson / Mary Murphy
	Ongoing

March 2006

	8.
	Increasing confidence in reporting racial incidents
	· Talking about / arranging presentations on reporting and follow up action at various community events.


	Deborah Siddique
	Ongoing

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Working with Community Safety and the Police to raise awareness in the community, of successful actions taken as a result of reporting
	Neighbourhood Managers
	Presentations made at Eccles Community Cohesion meeting.  Task Groups to be set up in 2006.  Ongoing




Note: The directorate has undergone a reorganisation in which two directorates have been established; Children’s Services and Community, Health and Social Care (which will incorporate Culture and Leisure functions). The action points will therefore need to be amended in due course to take account of the changes.

CHIEF EXECUTIVE DIRECTORATE: REGENERATION & IMPROVEMENT DIVISION

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.


	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Monitoring of Human Resource’s Strategy/ Recruitment and Selection Policy and Best Value Performance Indicators. 

· Assess requirement of advertising theme specific posts in theme sector press (subject to Human Resources advice), rather than just mainstream regeneration press.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team


	Annual/On-going reports to Management Team

Annual/ongoing reports to Management Team




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	2.


	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences.


	· Monitoring of Human Resources Strategy/ Recruitment and Selection Policy and Best Value Performance Indicators by Management Team.

· Staff to be trained in use of language line, and to receive equality and diversity training.

· Include positive perceptions of equal opportunities action within service plan, as part of Directorate Induction (with issue sheet inserted into corporate induction pack), arrange awareness raising session for staff and undertake corporate monitoring through the Comprehensive Performance Assessment process and reviews of service.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team


	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.


	Widening the ethnic profile of service users having regard to need and relative to the local population.
	· Better monitoring of current service users through including ethnic minority questions in service surveys – mapping results with demographic breakdown of the area and identifying any under-representation.

· Supporting improved understanding of the situation in Salford.

· Improving our understanding of need relating to ethnicity particularly within the context of national and local targets.

· Need to undertake Equalities Impact Assessments of strategies/plans and policies to better incorporate priorities of local population.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Paul McKenna

Paul McKenna

Service Managers
	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Quarterly

Quarterly


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Need to ensure mechanisms exist for monitoring the number of ethnic groups benefiting from regeneration regimes projects, i.e. Single Regeneration Budget, New Deal for Communities, Neighbourhood Renewal Fund, European Regional Development Fund and Global Grants Award.

· Corporate monitoring and publication of Best Value Performance information.


	Ruth Fairhurst/ Cath Inchbold

Ruth Fairhurst/ Paul McKenna


	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team



	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences.
	· Monitor/review corporate monitoring and undertaking of General User Satisfaction/ Quality of Life Surveys and service specific customer feedback.

· Improving the strategic intelligence:

· Need to undertake Equalities Impact Assessments of strategies/plans and policies to better incorporate priorities of local population.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Paul McKenna

Service Managers
	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Quarterly


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Develop baseline from Neighbourhood Renewal Fund funded ethnicity monitoring project to enable understanding of engagement of Black and Minority Ethnic Groups in neighbourhood renewal activities.

· Support work of Inter-agency Strategic Leads on Community Cohesion Group.

· Support work of emerging new Black and Minority Ethnic Forum to enable their perspective to be fed into work of the Strategic Delivery Partnerships.


	Ruth Fairhurst/ Cath Inchbold

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Paul McKenna
	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

	5.
	Reducing the number of complaints from service users of all ethnic groups and

Reducing any differences. 


	· Closer monitoring of complaints through corporate complaints procedure – see

    http://www.salford.gov.uk/complaints 
	Ruth Fairhurst/ Paul McKenna
	Annual/ongoing reports to Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	6.


	Providing services that meets the needs of all ethnic groups in the community we serve.
	· Monitor/review corporate monitoring and undertaking of General User Satisfaction/ Quality of Life survey’s, and service specific customer feedback.

· Supporting improved understanding of the issue.

· Review the Salford Annual Baseline   Report ensuring that it incorporates relevant data, for all agencies and groups to access.

· Identifying/commissioning services through Single Regeneration Budget/ Neighbourhood Renewal Fund regimes, and monitored through the Local Strategic Partnership’s Strategic Delivery Partnership’s.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Cath Inchbold
	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team




	
	We need to be better at:
	We will get better by:
	Who is responsible;
	We will report on our progress by:

	7.
	Improving service outcomes for all ethnic groups and reducing any differences.


	· Utilise Equality Impacts Assessments and survey feedback to ascertain if there are any differences of service delivery for white and black and ethnic minority people – if there is revise provision accordingly.

· Supporting improved understanding of the issue.

· Review the Salford Annual Baseline report to ensure it incorporates relevant data for all agencies and groups to access.

· Ensure that all Strategic Delivery Partnerships incorporate appropriate Social Inclusion indicators to enable regular monitoring and reporting.

· Monitor/review services in the light of the emerging Neighbourhood Management framework.
	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Paul McKenna

Ruth Fairhurst/ Management Team
	Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team

Annual/ongoing reports to Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	8.
	
	· Monitor/review instances of racial incident complaints/reporting, in advance of new SCC corporate complaints/reporting policy (i.e. Dignity at Work, Grievance Procedures, Disciplinary Procedures, etc), through supportive Divisional Management procedures;
· Promote awareness, and procedures for reporting in Directorate publications, i.e. Business IN Salford, the Local Strategic Partnership newsletter, etc;

· Assess need for front line staff to be trained in completing race hate crime forms.


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team
	Annual/On-going reports to Management Team

Annual/On-going reports to Management Team

Annual/On-going reports to Management Team


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	9.


	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Monitor/review feedback from individuals who are involved in racial incidents and/ or agencies;
· Monitor/review instances of racial incident complaints/ reporting, in advance of new SCC corporate complaints/ reporting policy (i.e. Dignity at Work, Grievance Procedures, Disciplinary Procedures, etc.), through supportive Divisional Management procedures.

	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Management Team


	Annual/On-going reports to Management Team

Annual/On-going reports to Management Team




CHIEF EXECUTIVE DIRECTORATE – OVERVIEW AND SCRUTINY

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.


	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets.
	· Monitoring of Human Resources Strategy/ Recruitment and Selection Policy and Best Value Performance Indicators through Customer and Support Services Scrutiny Committee.
	Scrutiny Committees/ Support Team
	Annual/ongoing HR Strategy monitoring update Oct.05 and at 6 monthly intervals.  “City Council as an Employer” report and action plan received April 05 and update report Feb.06.  BVPIs monitored annually. 




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	2.


	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Monitoring of Human Resources Strategy and Best Value Performance Indicators through Customer and Support Services Scrutiny Committee


	Scrutiny Committees/ Support Team
	Annual/On-going HR Strategy monitoring update Oct. 05 and at 6 monthly intervals.  BVPIs monitored annually.  



	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Monitoring of Best Value Performance Indicators through Customer and Support Services Scrutiny Committee


	Scrutiny Committees/ Support Team


	Annual/On-going




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	4.


	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Monitoring of regular satisfaction and quality of life surveys and Best Value Performance Indicators through Customer and Support Services Scrutiny Committee


	Scrutiny Committees/ Support Team


	Annual/On-going



	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences


	· Monitoring the Corporate Complaints procedure and BVPI through Customer and Support Services Scrutiny Committee


	Scrutiny Committees/ Support Team


	Annual/On-going Complaints procedure report December 2005



	6.
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Ensuring that the importance of equalities issues is highlighted when scrutiny members consider service reports.

· Providing training for scrutiny members to identify issues/and produce a checklist of key questions in respect of equalities. This is to be addressed as part of the corporate member training programme.


	Scrutiny Committees/ Support Team

Human Resources


	Annual/On-going “scrutinising for equality” training for members of Customer & Support Services Scrutiny Committee Oct. and Nov. 05. To be rolled out to other members Feb. 06




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.


	Improving service outcomes for all ethnic groups and reducing any differences


	· Supporting members of scrutiny committees in ensuring that action is taken to make sure that policies and strategies reflect the importance of equalities issues


	Scrutiny Committees/ Support Team


	Annual/On-going  All Scrutiny Support Team staff have received equality and diversity training and 2 are Diversity Leaders.



	8.
	Increasing confidence in reporting racial incidents


	· Monitoring of Crime and Disorder Strategy through Strategy and Regeneration Scrutiny Committee and Best Value Performance Indicators through Customer and Support Services Scrutiny


	Scrutiny Committees/ Support Team


	Annual/On-going BVPIs (including hate crimes) Jan. 06.  CDRS action plan March 06



	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Monitoring of Crime and Disorder Strategy through Strategy and Regeneration Scrutiny Committee and Best Value Performance Indicators through Customer and Support Services Scrutiny


	Scrutiny Committees/ Support Team


	Annual/On-going

BVPIs (including hate crimes) Jan. 06.  CDRS action plan March 06




CHIEF EXECUTIVE DIRECTORATE- COMMUNITY SAFETY DIVISION
	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Monitoring of Human Resources Strategy/ Recruitment and Selection Policy and Best Value Performance Indicators by Management Team


	Corporate Human Resources/Don Brown
	Annual/ongoing

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Including action within future service plans;

· Including action as part of Division induction (pending coverage as part of SCC corporate induction policy application).

· Arranging Divisional awareness raising session (as review specific training needs as part of appraisal system).


	Don Brown

Community Safety Mgrs./ Human Resources

Community Safety Managers
	Annual/ongoing

Annual/Ongoing

Annual/six monthly review

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Better monitoring of service users through ethnic minority questions, mapping results with demographic breakdown of the area, and identifying any under-representation. Monitoring records are kept in respect of Witness Outreach visits. 
	Don Brown


	Annual/ongoing

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Monitoring/ reviewing feedback from users, actively seeking suggestions, and if necessary drawing up an action plan to address any issues.


	Don Brown/ Community Safety Managers


	Annual/ongoing

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences


	· Monitoring/ reviewing receipt of complaints through corporate complaints procedure.
	Don Brown/ Community Safety Managers


	Annual/ongoing

	6. 
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Identifying/ commissioning services as a result of feedback received from surveys, and actively seeking suggestions from users, specifically Black and Minority Ethnic communities. There is a commitment within the Community Safety Strategy to recognise diversity issues and differing service needs.  Outreach work is also undertaken to consult with various communities about the service.
	Don Brown/ Community Safety Managers


	Annual/ongoing

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Monitoring/ reviewing services through feedback received from surveys, and actively seeking suggestions from users, specifically BME.
	Don Brown/ Community Safety Managers


	Annual/ongoing

	8. 


	Increasing confidence in reporting racial incidents
	· Monitoring/ reviewing instances of racial incidents, pursuing these via Crime Theme, and including figures in programme publications. The responsibility for collating responses from directorates has been passed to Human  Resources.


	Don Brown/ Human Resources
	Quarterly/ongoing

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Monitoring/ reviewing feedback from individuals who are involved in racial incidents and/ or agencies.
	Don Brown/ Human Resources
	Ongoing


CHIEF EXECUTIVE DIRECTORATE – EXECUTIVE SERVICES DIVISION

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets
	· Will take advice from Human Resources on how our recruitment process can be adapted in the event of a post becoming vacant.
	Owen Topping
	Annual/ongoing

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences
	· Including action within service plan.

· Including action as part of Division induction (pending coverage as part of Salford City Council corporate induction policy application).

· Arranging section awareness raising sessions (as review specific training needs as part of appraisal system).


	Owen Topping/ Charlotte Cunnah
	6 monthly review March 2006/ September 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population
	· Reviewing how equalities monitoring can be strengthened as part of the procedure for handling and keeping records of complaints.

· Reviewing, in the corporate Complaints Working Group, the approach on this matter across the Authority and the possibility of needing to update the Corporate Complaints Procedure.


	Owen Topping/ Charlotte Cunnah

Owen Topping/ Joanne Farrell
	6 monthly review March 2006/ September 2006

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences
	· Ensuring compliance with the Corporate Complaints procedure (which is being adopted to reflect equalities issues).
	Owen Topping/ Joanne Farrell
	6 monthly review March 2006/ September 2006

	5.
	Reducing the number of complaints from service users of all ethnic groups and reducing any differences
	· Ensuring that by analysing the issues emerging, the Local Authority and its services can adapt as appropriate.
	Charlotte Cunnah (AGMA Capacity Building Project)


	March 2006


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve
	· Ensure that the importance of equalities issues is highlighted in Leadership briefings whenever appropriate.

· Review the reference to equalities issues in the Elected Member job descriptions agreed by the Leadership.


	Owen Topping/ Charlotte Cunnah


	Ongoing/quarterly review

	7.
	Improving service outcomes for all ethnic groups and reducing any differences
	· Assist the Leadership and Chief Executive in ensuring that action is taken to make sure that policies and strategies within the City Council’s policy framework reflect the importance of equalities issues.


	Owen Topping/ Charlotte Cunnah


	Quarterly review

	8.
	Increasing confidence in reporting racial incidents
	· Monitoring/reviewing instances of racial incident complaints/reporting, in advance of new Salford City Council corporate complaints/reporting policy (i.e. Dignity at Work, Grievance Procedures, Disciplinary Procedures, etc.) through supportive Section Management procedures.


	Owen Topping/ Charlotte Cunnah


	Quarterly review


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled
	· Monitoring/reviewing instances of racial incident complaints/reporting, in advance of new Salford City Council corporate complaints/reporting policy (i.e. Dignity at Work, Grievance Procedures, etc.) through supportive Section Management procedures.


	Owen Topping/ Charlotte Cunnah


	Quarterly review


CHIEF EXECUTIVE DIRECTORATE – MARKETING & COMMUNICATIONS DIVISION

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups
	· Monitoring of Human Resources Strategy/Recruitment and Selection Policy and Best Value Performance Indicators by Management Team.


	Corporate Human Resources/ Director of Marketing & Comms.


	Annual/ongoing

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Ensure that all Marketing & Communication staff go on the corporate equalities training.
	Human Resources/ Director of Marketing & Comms.


	Training reported quarterly at M&C’s senior managers to be completed by 2007/08

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population
	· Developing marketing and communica- tion channels and collateral appropriate to specific minority communities.

· Increasing the use of multi-cultural images on print and electronic literature.
	Corporate Marketing Manager, Tourism Marketing Manager and Creative Services Manager


	Built into Balanced Scorecard for 2006/07


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences
	· Delivery of Council values, Council brand and corporate marketing strategy.

· Using the big listening customer panel to measure satisfaction rates.
	Corporate Marketing Manager Creative Services Manager


	Built into Balanced Scorecard for 2006/07 then ongoing

	5.
	Reducing the number of complaints from service users of all ethnic groups and reducing any differences
	· Closer monitoring of complaints through corporate complaints procedure – see http://www.salford.gov.uk/complaints
	Director of Marketing & Comms.
	Annual/ongoing

	6.
	Providing services that meet the needs of all ethnic groups in the community we serve
	· Working with Council Officers responsible for community cohesion to improve our targeted marketing and communication channels to Black and Minority Ethnic communities.

· Undertake research into diverse communities to understand how better to communicate with them.


	Corporate Marketing Manager Creative Services Manager


	Built into Balanced Scorecard for 2006/07


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.


	Improving service outcomes for all ethnic groups and reducing any differences
	· Developing marketing and communica- tion channels and collateral appropriate to specific Black and Minority Ethnic communities.
	Corporate Marketing Manager Creative Services Manager


	Built into Balanced Scorecard for 2006/07

	8.
	Increasing confidence in reporting racial incidents


	· Specific internal communications campaign and intranet information
	Director of Marketing & Comms.
	Build into internal communications planning in the Balanced Scorecard.



	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled
	· Monitoring/reviewing feedback from individuals who are involved in racial incidents and/or agencies.
	Human Resources/ Director of Marketing & Comms.


	Annual/ongoing


CHIEF EXECUTIVE DIRECTORATE - PARTNERS IN SALFORD, LSP
	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.


	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· No new recruitment planned for Local Strategic Partnership support team during 2005 since funding for team due to expire March 2006

· Both the LSP Support Team and Good Practice In Community Involvement (GPICI) Project have applied for further funding under NRF for 2006-2008. Both teams fall within the Top-Slice element and this will be scrutinised by the NRF Challenge Panel on 20/12/05. One position has become vacant within the GPICI project – following agreement at NRF Challenge Panel - this vacancy will be advertised following guidance from Chief Executive Personnel and will be available for redeployment applications. The vacancy will also be advertised through the LSP Newsletter that is distributed alongside the Community Network Animator and reaches a wide circulation of community and voluntary organisations across Salford.


	Sheila Murtagh


	Quarterly monitoring and reporting through NRF claims




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	2.


	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Ensuring all Local Strategic Partnership documentation both ensures strong representation of diverse ethnic communities in any images used and also highlights partnership good practice and developments related to improvements to services or improved engagement of Black and Minority Ethnic communities.

· To date, two newsletters and the Community Plan have been produced. Ongoing monitoring and management is undertaken by Sheila Murtagh, the LSP Board regularly reviews materials and comments (eg, the issue of appropriate dress was raised by a Jewish representative). Furthermore, the need for alternative formats for LSP materials is constantly reviewed and where required, produced (eg, large print on yellow paper for a Council Member with a sight impairment).


	Sheila Murtagh/ Karen McCrackle (Local Strategic Partnership documents)

Paul McKenna (Community Plan review)


	Annual/ Ongoing monitoring of editorial content and images of Local Strategic Partnership newsletters and reviewed Community Plan




	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.


	Widening the ethnic profile of service users having regard to need and relative to the local population.
	Supporting improved understanding of the situation in Salford:

· Improving our understanding of need relating to ethnicity particularly within the context of local and national targets.

· Commitment to ensuring fair representation and service delivery to all black and minority ethnic communities (BME) was secured through the NRF funding of the Ethnicity Monitoring Framework (EMF) project. This £100,000 project (2005-2006) is currently developing a framework tool that will measure service uptake, delivery and quality for BME communities and residents across the City. Direct support to BME organisations includes IT capacity Building and establishment of the BME Forum to assist with the implementation of the EMF process. This should be signed off by the LSP Board at their meeting in April 2006.


	All Strategic Delivery Partnership Chairs
	Sheila Murtagh/ Paul McKenna to promote via Local Strategic Partnership Co-ordination group; monitoring via annual Local Strategic Partnership comprehensive monitoring


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Need to undertake Equalities Impact Assessment of Community Plan, to better incorporate priorities of local population. A formal Equalities Impact Assessment (EIA) was not performed for the Community Plan – awaiting training on the documentation for use. However, Salford CVS and Salford Community Network presented the draft Community Plan to the emerging BME Forum for comment on both style and content. The feedback from this activity was incorporated into the plan. Other fora including the Older People’s Forum, Lesbian Gay, Bisexual and Transgender Forum, Disability Forum and Faith Forum were also asked for their input into the development of the Plan.


	Paul McKenna
	Community Plan progress to be reported to Local Strategic Partnership and is now complete.


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Need to take guidance about improving dissemination of any Local Strategic Partnership material aimed for general public use via use of different languages and making materials accessible in wider range of community venues

· Community Plan – advice was sought from a number of sources (including SCC Corporate Equalities Unit; Salford Link; Talking Magazine). Versions of the plan are available in large print and different languages. The plan is to be disseminated through the SCC Marketing Department.  Newsletters – these are restricted to LSP Partners including representatives from the BME communities. The next edition is to be distributed in January alongside Salford Community Network’s Animator magazine to their mailing list.


	Sheila Murtagh/ Karen McCrackle
	Report Progress annually on improved dissemination to Social Inclusion Executive, Chairs/ Deputy Chairs, Community Committees and the Community Network


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	4.


	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	Improving the strategic intelligence

· Need to undertake Equalities Impact Assessment of Community Plan, to better incorporate priorities of local population.  See point 3 above. 

· Develop baseline from Neighbourhood Renewal Fund funded ethnicity monitored project to enable understanding of engagement of Black and Minority Ethnic groups in neighbourhood renewal activities.  Ethnicity Monitoring Framework – see point 3 above.


	Paul McKenna

Sheila Murtagh/

Bhupendra Mistry
	Community Plan progress to be reported to Local Strategic Partnership and is now complete

Report to Social Inclusion Executive, Local Strategic Partnership and BME Forum Task Group on a quarterly basis


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Continued dissemination of Good Practice in involving Black and Minority Ethnic communities in decision making via the Good Practice In Community Involvement project (materials on website, used in training, development etc)

· GPICI Project has established an online library (www.partnersinsalford.org/communityinvolvement) specifically designed to detail local activities involving communities and good practice in community consultation and engagement. This specifically details activities that include BME communities.

· Project is also directly involved in the development of the BME Forum and this is detailed within the projects directory of engagement mechanisms


	Jon Stephenson/ Sarah Hausaman- Roberts/Sheila Murtagh
	General project evaluation report to Social Inclusion Executive and Local Strategic Partership at April Board meeting; then continued monitoring and reporting through the NRF claim procedure


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Support work of inter-agency Strategic Leads of Community Cohesion group by providing available information.

· External consultancy have been appointed by the Strategic Leads Group to develop the Community Cohesion Strategy – this is currently under development – to be reported to the April LSP Board.


	Sheila Murtagh/

Bhupendra Mistry
	Report when Strategic Leads Group meets (quarterly)


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Support work of emerging Black and Minority Ethnic Forum to enable their perspective to be fed into work of Social Inclusion Executive and other Strategic Delivery Partnerships. Considerable progress has been made with the development of the BME Forum. A Task Group has been established by the Neighbourhood Renewal Advisor charged with leading this process. The GPICI project is on this group. Extensive consultation has been undertaken with BME community groups and organisations with the view to have the Forum established by February 2006


	Sheila Murtagh/ Bhupenra Mistry/ Jon Stephenson/ Sarah Hausaman-Roberts
	Report progress to Social Inclusion Executive and Co-ordination Group every six weeks


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	5.


	Reducing the number of complaints from service users of all ethnic groups and reducing any differences.
	· Closer monitoring of complaints through corporate complaints procedure – see 

     http:www.salford.gov.uk/complaints


	Corporate Human Resources
	Annual/ongoing

	6.
	
	Supporting improved understanding of the issue

· Develop baseline relating to impact of services on Black and Minority Ethnic communities (particularly relating to Neighbourhood renewal) as part of Neighbourhood Renewal Fund funded Ethnicity monitoring project and disseminate info to relevant Strategic Delivery Partnership’s Ethnicity Monitoring Framework – See point 3 above.


	Sheila Murtagh (and new project manager)


	Report via Local Strategic Partnership Co-ordination Group and Social Inclusion Executive every six weeks


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	
	
	· Review the Salford Annual Baseline Report ensuring that it incorporates relevant data, for all agencies and groups to access. Current Salford Annual Baseline Report (SABRe) update (for 2005) is being finalised, to go to Chief Executive Line Management in January. Ensuring that it incorporates relevant data for all agencies and groups to use is an ongoing process, and one which is being developed in relation to the Ethnicity Monitoring Framework (See 3.1). At present there are few reliable and up-to-date sources of ethnicity baseline data. This will be prioritised in 2006.


	Jon Reehill/ Paul McKenna
	Report to Local Strategic Partnership Board meeting


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	7.


	Improving service outcomes for all ethnic groups and reducing any differences
	Supporting improved understanding of the issue

· Develop baseline relating to impact of services on Black and Minority Ethnic communities (particularly relating to Neighbourhood Renewal) as part of Neighbourhood Renewal Fund funded Ethnicity monitoring project and disseminate information to relevant Strategic Delivery Partnership’s Ethnicity Monitoring Framework – See point 3 above.

· Review the Salford Annual Baseline Report to ensure it incorporates relevant data, for all agencies and groups to access SABRe – See point 6 above.

· Ensure that all Strategic Delivery Partnership’s incorporate appropriate Social Inclusion indicators to enable regular monitoring and reporting

· This cross-cutting activity was discussed at the NRF Challenge Panel in December, 2005.


	Sheila Murtagh (and new project manager)

Jon Reehill/ Paul McKenna

Chris Howl


	Report via Local Strategic Partnership Co-ordination Group, Social Inclusion Executive at April Board meeting

Report to Local Strategic Partnership at April Board meeting

Report to Social Inclusion Executive Group on a quarterly basis


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	8.


	Increasing confidence in reporting racial incidents
	Helping to promote the message:

· Offering the Local Strategic Partnership newsletter as a vehicle for any communications to promote reporting of racial incidents.  This will be incorporated in future Newsletters, with an article and full details for people to contact the Police/Hate Crime Unit

· Promoting the use of other opportunities via the Salford Marketing group

· Group have only met once this year, but are to reconvene on a bi-monthly basis. This issue will be raised at the next meeting in February 2006


	Karen McCrackle
	Annual monitor of inclusion of relevant messages in Local Strategic Partnership sourced material

Report to Coordination Group every six weeks

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Monitoring/ reviewing feedback from individuals who are involved in racial incidents and/ or agencies

	Corporate Human Resources


	Annual/ Ongoing




CHIEF EXECUTIVE DIRECTORATE–SRB5 SEEDLEY & LANGWORTHY DIVISION
	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.
	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets


	· Ensuring equal opportunities, diversity and inclusion are adhered to in our recruitment process.
	Gill Finlay
	March 2006

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences


	· Ensuring all staff attend the Equalities and Diversity Training.
	Gill Finlay/ Lisa Palmer
	December 2005

	3.
	Widening the ethnic profile of service users having regard to need and relative to the local population


	· Promoting inclusion and diversity linked to the Staff Training above.
	All Staff
	March 2006

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences


	· Measuring all services including ethnic groups. 
	All Staff
	March 2006

	5.
	Reducing the number of complaints from Service users of all ethnic groups and reducing any differences


	· Continuous improvement of all services and monitoring of complaints.
	All Staff
	March 2006



	6. 
	Providing services that meet the needs of all ethnic groups in the community we serve


	· Ensuring all services are inclusive, including literature available in different languages and ensuring staff training
	All Staff
	March 2006

	7.
	Improving service outcomes for all ethnic groups and reducing any differences


	· Continuous improvement of all services and monitoring of complaints.  Ensuring all services are inclusive, including literature available in different languages.
	All Staff
	March 2006

	8. 


	Increasing confidence in reporting racial incidents
	· Community Safety Co-ordinator working with Community and Race Relations Officer at GMP.
	Barbara Howell
	March 2006



	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled


	· Community Safety Co-ordinator working with Community and Race Relations Officer at GMP.
	Barbara Howell
	March 2006




CHIEF EXECUTIVE DIRECTORATE – NEW DEAL FOR COMMUNITIES PROGRAMME

	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	1.


	The representation in the workforce at all levels of the range of ethnic groups in the local area and relevant labour markets
	· Monitor staff recruitment in line with local area.

· A Training and Recruitment Officer has been recruited to undertake this monitoring.


	Training and Recruitment Officer
	March 2006

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences
	· Staff to be trained in use of language line.

· Staff to undertake refugee and asylum seeker training.

· Staff to receive equality and diversity training.
	Training and Recruitment Officer

Human Resources


	March 2006

Annual


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	3.


	Widening the ethnic profile of service users having regard to need and relative to the local population
	· Set up mechanism for monitoring the number of ethnic groups benefiting from projects funded by NDC.

· NDC are involved in the Ethnicity Monitoring Framework which is citywide.

· In process of developing BME inclusion strategy.
	Theme Managers

Community Involvement Manager

Community Involvement Manager
	September 2005

March 2006

February 2006

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences
	· Promote consultation with the involvement of ethnic groups in all elements of the NDC programme.

· Community Involvement Team contact individuals within the community to encourage group involvement.


	Community Involvement Manager

Community Involvement Manager
	September 2005

Ongoing

	5.
	Reducing the number of complaints from service users of all ethnic groups and reducing any differences


	· Monitor number of complaints received from ethnic groups
	Office Manager
	Ongoing


	
	We need to be better at:
	We will get better by:
	Who is responsible?
	We will report on our progress by:

	6.


	Providing services that meet the needs of all ethnic groups in the community we serve
	· Ensure all NDC published information available in alternative formats on request.  Other formats and languages can also be arranged.  Language line is available.

· Take up to be monitored.
	Communica-

tions Officer
	Ongoing

	7.
	Improving service outcomes for all ethnic groups and reducing any differences
	· Develop links with agencies who work with ethnic groups in the area.

· Links have been made with Refugee Action and the Community Network Forum with which the NDC has links.  The NDC has a Refugee and Asylum Seeker Forum.
	Community Involvement Manager
	Ongoing

	8.
	Increasing confidence in reporting racial incidents
	· Front line staff to be trained in completing of hate crime forms.
	Crime Manager
	March 2006

	9.
	Increasing satisfaction in the way racial incidents resulting in further action are handled.


	· Work with Community Safety to establish NDC building as hate crime reporting centre.
	Crime Manager
	March 2006


CHILDREN’S SERVICES DIRECTORATE FORMERLY EDUCATION & LEISURE DIRECTORATE

Education and Leisure Directorate closed down on 31st August 2005 and the new Children's Services Directorate commenced on 1st September 2005. There are still a number of vacant posts and structure of the new Directorate is not yet fully populated. The new Children's Services Race Action Plan will be written and published once the teams in the new Directorate structure are in place and embedded.

DIRECTORATE-WIDE ISSUES- Action Plan for Year 3, May 2004 – August 31st 2005
	
	Key task
	Target
	Who
	Measured by
	Progress

	Directorate wide actions

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	1.1
	Job description and person specification agreed for Equal Opportunities Officer to work with schools and Directorate staff. Officer appointed April 2005.
	 April 2005
	Assistant Director, Resources and Planning
	Appointment made. Post holder in place by June 2005
	

	1.2
	Baseline established to assess service users perception of the Directorate in terms of equal opportunities.
	 August 31st 2005
	Assistant Director, Resources and Planning
	Survey shows perceptions of service users in terms of equal opportunities issues. Results published and out for consultation.
	

	1.3
	Ethnic monitoring and other aspects of equalities monitoring to be in place and effective across the Directorate.
	 August 31st 2005
	Assistant Director, Resources and Planning
	Ethnic monitoring and other aspects of equalities monitoring are in place and effective across the Directorate. Findings published and future targets set.
	

	1.4
	Training procured to assist service managers in setting meaningful equality targets.
	 August 31st 2005
	Assistant Director, Resources and Planning
	All service managers receive training to enable them to set equality targets.
	

	1.5
	Equality targets to be set by all service managers
	August 31st 2005
	Assistant Director, Resources and Planning
	Equality targets are evidenced in service planning.
	

	
	
	
	
	
	

	1.6
	Training of staff in both the Race Relations Amendment Act and other aspects of equal opportunities to continue and to be developed.
	August 31st 2005
	Assistant Director, Resources and Planning
	Staff training programme is ongoing and effective
	

	1.7
	Language Line Service to be rolled out to other sections of the Directorate Training procured as necessary
	August 31st 2005
	Assistant Director, Resources and Planning
	Language Line Service rolled out to other sections of the Directorate and used effectively
	

	1.8
	Ensure that all service providers are using the translation leaflet effectively.
	August 31st 2005
	Assistant Director, Resources and Planning
	All service providers are using the translation leaflet effectively.
	

	1.9
	Training in the conducting of Impact Assessments to be procured
	August 31st 2005
	Assistant Director, Resources and Planning
	Training in the conducting of Impact Assessments is arranged for all service managers


	

	1.10
	Brokerage and procurement of services To ensure that all aspects of equal opportunities are met
	August 31st 2005
	Assistant Director, Resources and Planning
	Brokerage and procurement of services to ensure that all aspects of equal opportunities are met


	

	1.11
	Ensure all services undertake Impact Assessments on policies and functions. Ensure that these are published.
	August 31st 2005
	Assistant Director, Resources and Planning
	All services conduct Impact Assessments on their policies and functions and these are published via the intranet.


	

	1.12
	Ensure that relevant officers represent the Directorate at all equal opportunities meetings and work pro-actively with other agencies to bring about community cohesion. 

Work in partnership with Salford Diversity leadership Forum to ensure people from BME communities have a better understanding of Education within the City.
	Ongoing
	Assistant Director, Resources and Planning
	Relevant officers represent the Directorate at all equal opportunities meetings and work pro-actively with other agencies to bring about community cohesion.

Diversity Action Plan delivered and monitored.
	


EDUCATION & LEISURE DIRECTORATE  - School Improvement Service, EMTAS, MAPAS Governor Services - Action Plan for Year 3, May 2004 – August 31st 2005

	
	Key task
	Target
	Who
	Measured by
	Progress

	School Improvement Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	2.1
	Managing for Success – Inclusion of section to assist schools with equalities issues in LEA recommended SSE documents
	August 31st 2005
	Senior SIOs
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.2
	School Improvement statement – to include a statement on equalities issues.
	August 31st 2005
	Deputy Director, School Improvement
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.3
	Inset Programme – ensure equal opportunities training is procured.

(Corporate training offered via Equilibra Consultancy)
	August 31st 2005
	CPD Manager 
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.4
	Salford Curriculum 3-5 years – revision to ensure race issues are included.
	August 31st 2005
	SIO Early Years
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.5
	Termly Agenda for School Improvement Officer visits – ensure equalities issues are addressed.
	Ongoing
	Senior SIOs
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.6
	Investigate that National Strategies - ensure equalities issues are addressed.
	August 31st 2005
	Senior SIOs
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.7
	Agreed Syllabus - ensure equalities issues are addressed.
	August 31st 2005
	SIO with responsibility for SACRE
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.8
	Key Stage 3 Plan - ensure equalities issues are addressed.
	August 31st 2005
	SIO Secondary
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	2.9
	Educational Trips and Visits- ensure equalities issues are addressed.
	August 31st 2005
	Trips and Visits Co-ordinator
	Impact Assessment conducted successfully. Consultation takes place and policy/strategy is amended in the light of findings.
	

	
	

	Excellence in Cities
	

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies
	

	3.1
	Monitor the use of Learning Mentors and Learning Support Units by ethnicity
	August 31st 2005
	Director of EiC via LSU Strand Co-ordinator
	Data is collected, analysed and used to inform future target setting.
	

	3.2
	Monitor Gifted and Talented by ethnicity
	August 31st 2005
	Director of EiC via G & T Strand Co-ordinator
	Data is collected, analysed and used to inform future target setting
	

	3.3
	Monitor use of City Learning Centres by ethnicity
	August 31st 2005
	Director of EiC via CLC Director
	Data is collected, analysed and used to inform future target setting
	

	3.4
	Monitor uptake of Excellence Challenge by ethnicity
	August 31st 2005
	Director of EiC via Excellence Challenge Co-ordinator
	Data is collected, analysed and used to inform future target setting
	

	EMTAS (Ethnic Minority and Travellers’ Achievement Service)

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	4.1
	Provide training on multi-cultural issues for EMTAS and school-based staff
	August 31st 2005
	Head of EMTAS
	Rolling programme of training provided
	

	4.2
	Increase multi-cultural resource bank for schools 
	August 31st 2005
	Head of EMTAS
	Further resources purchased and loaned to schools
	

	4.3
	Ensure attainment targets are set for pupils from ethnic minorities
	August 31st 2005
	Head of EMTAS
	Attainment targets are set for pupils from ethnic minorities
	

	

	MAPAS (Music and Performing Arts)

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	5.1
	Ensure Arts Centre activities meet equality standards
	August 31st 2005
	Head of MAPAS
	Arts Centre activities meet equality standards
	

	5.2
	Consider range of ensembles offered.
	August 31st 2005
	Head of MAPAS
	The range of ensembles offered is investigated and increased appropriately
	

	5.3
	Service use is to be monitored in terms of ethnicity.
	August 31st 2005
	Head of MAPAS
	Service use is monitored in terms of ethnicity. This to assist future target setting.
	

	5.4
	Audit existing instrumental provision and extend as funding allows.
	August 31st 2005
	Head of MAPAS
	Existing instrumental provision is audited and extended as funding allows.
	

	Governor Services

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	6.1
	Continue to target governor recruitment from ethnic minorities.
	August 31st 2005
	Head of Governor Services
	Recruitment of ethnic minority Governors is successful.
	

	6.2
	Training on Race issues to be provided for governing Bodies
	as necessary
	Head of Governor Services
	Rolling programme of training is provided for governing bodies
	

	6.3
	Encourage Governing Bodies to adopt the LEA model race Policy and record and report racist incidents in line with this.
	August 31st 2005
	Head of Governor Services
	Encourage Governing Bodies to adopt the LEA model race Policy and record and report racist incidents in line with this.
	


EDUCATION & LEISURE DIRECTORATE - Capital and School Organisation Private Finance Initiative  - Health and Safety Action Plan for Year 3, May 2004 – August 31st 2005
	
	Key task
	Target
	Who
	Measured by
	Progress

	Capital and School Organisation

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	7.1
	Ensure all Service Level Agreements comply with equal opportunities requirements.
	August 31st 2005
	Assistant Director, Capital and School Organisation
	All Service Level Agreements comply with equal opportunities requirements
	

	7.2
	Ensure all procedures for Primary School Review comply with equal opportunities issues.
	August 31st 2005
	Assistant Director, Capital and School Organisation
	All procedures for Primary School Review comply with equal opportunities issues.
	

	7.3
	Asset Management Plans comply with equal opportunities legislation
	August 31st 2005
	Assistant Director, Capital and School Organisation
	Asset Management Plans comply with equal opportunities legislation
	

	7.4
	Ensure building contractors clearly state their commitment to equal opportunities and adhere to this.
	Completed by April 2005
	Assistant Director, Capital and School Organisation
	Partnering contracts and agreements under ‘Rethinking Construction’ comply with equal opportunities requirements.
	

	

	PFI (Private Finance Initiative)

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	8.1
	Ensure PFI contracts are developed with full regard to equal opportunities.
	August 31st 2005
	Assistant Director, Capital and School Organisation
	All procedures and contracts comply with equal opportunities requirements.
	

	Health and Safety

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	9.1
	Ensure Health and Safety requirements are undertaken with regard to Impact Assessments.
	August 31st 2005
	Assistant Director, Capital and School Organisation
	All procedures fully comply with equal opportunities requirements.
	


EDUCATION & LEISURE DIRECTORATE - Resources and Planning, Finance, Personnel, Strategic Information Unit, Support Services -Action Plan for Year 3, May 2004 – August 31st 2005

	
	Key task
	Target
	Who
	Measured by
	Progress

	Finance (outstationed)

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	10.1
	Job description and person specification agreed for Equal Opportunities Officer to work with schools and Directorate staff. Officer to be appointed Summer 2004.
	August 31st 2005
	Assistant Director, Resources and Planning
	Appointment made. Post holder in place by Autumn 2004.
	

	10.2
	Baseline established to assess service users perception of the Directorate in terms of equal opportunities.
	August 31st 2005
	Assistant Director, Resources and Planning
	Survey shows perceptions of service users in terms of equal opportunities issues. Results published and out for consultation.
	

	10.3
	Ethnic monitoring and other aspects of equalities monitoring to be in place and effective across the Directorate.
	August 31st 2005
	Assistant Director, Resources and Planning
	Ethnic monitoring and other aspects of equalities monitoring are in place and effective across the Directorate. Findings published and future targets set.
	

	Personnel (outstationed)

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	11.1
	Employee relations/operational casework
	August 31st 2005
	Head of Personnel
	Ongoing work takes account of equal opportunities
	

	11.2
	Ensure recruitment and retention policies and practices comply with equal opportunities legislation.
	August 31st 2005
	Head of Personnel
	Recruitment and retention policies and practices comply with equal opportunities legislation.
	

	11.3
	Review understanding of ethnic minority staff when communicating information.
	August 31st 2005
	Head of Personnel
	Understanding of ethnic minority staff is reviewed when communicating information.

All information is proof read to ensure clarity and understanding.
	

	Strategic Information Unit

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	12.1
	Assist service managers with the setting of meaningful equality targets
	August 31st 2005
	Strategic Information Unit Manager
	Service managers set meaningful equality targets
	

	12.2
	Ensure ethnic data is recorded accurately by schools using new ethnicity codes.
	August 31st 2005
	Strategic Information Unit Manager
	Ethnic data is recorded accurately by schools using new ethnicity codes.
	

	12.3
	Ensure that the LEA complies with the duty to set attainment targets for ethnic minority pupils.
	Ongoing
	Strategic Information Unit Manager
	The LEA complies with the duty to set attainment targets for ethnic minority pupils.
	

	12.4
	Ensure ethnic data from schools is recorded accurately.
	ongoing
	Strategic Information Unit Manager
	Ethnic data from schools is recorded accurately.
	

	12.5
	ICT development – ensure accuracy of ICT systems with regard to management and monitoring of ethnic minority attainment
	August 31st 2005
	Strategic Information Unit Manager
	ICT development – ICT systems are accurate with regard to management and monitoring of ethnic minority attainment
	

	Support Services

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	13.1
	Ensure complaints procedures are analysed to determine equalities issues.
	August 31st 2005
	Head of Support Services
	Complaints procedures are analysed to determine equalities issues.
	

	13.2
	Secretariat - Support for Lead Members and Chief Officers to be reviewed
	August 31st 2005
	Head of Support Services
	Secretariat - Support for Lead Members and Chief Officers to be reviewed.
	

	13.3
	Ensure Salford Children’s Holiday Camp completes a DDA Action Plan 
	August 31st 2005
	Head of Support Services
	Salford Childrens’ Holiday Camp completes a DDA Action Plan 
	

	13.4
	Ensure all Education Buildings have an action Plan drawn up and implemented to comply with DDA regulations
	August 31st 2005
	Head of Support Services
	All Education Buildings have an action Plan drawn up and implemented to comply with DDA regulations
	

	13.5
	Ensure Loop systems are in place in Minerva House and Broadwalk Training Centre.
	August 31st 2005
	Head of Support Services
	Loop systems are in place in Minerva House and Broadwalk Training Centre.
	


EDUCATION & LEISURE DIRECTORATE-Inclusion & Access. Education Welfare Service, Educational Psychology Service, Special Educational Needs, Education Inclusion Service, Admissions and Exclusions -ACTION PLAN FOR MAY 2004 – AUGUST 31ST 2005
	
	Key task
	Target
	Who
	Measured by
	Progress

	Education Welfare Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	14.1
	To monitor the attendance of ethnic minority groups within the mainstream setting in order to ensure resources are targeted appropriately.
	August 31st 2005
	Principal EWS Officer

Senior Education Welfare Officer 
	Termly Attendance Figures

School Attendance Action Plans
	

	14.2
	To support the integration of ethnic minorities into mainstream education.
	August 31st 2005
	Principal EWS Officer

Senior Education Welfare Officer  
	School Attendance Action Plans

Individual pupil attendance plans
	

	15.3
	To ensure EWS adhere to anti-discriminatory policies and procedures when conducting their duties.
	August 31st 2005
	Principal EWS Officer
	Staff Development plans

Supervision files


	

	Education Psychology Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	15.1
	Ensure service remains active in recruiting from ethnic minorities
	August 31st 2005
	Principal EPS Officer
	Continued monitoring of recruitment profile
	

	15.2
	Ensure all policies and strategies promote equal opportunities.
	August 31st 2005
	Principal EPS Officer
	Impact assessment EPs working in Early Years settings
	

	15.3
	Ensure all agencies are aware of cultural implications when working with families.
	August 31st 2005
	Principal EPS Officer
	Impact assessment
	

	15.4
	To ensure that the special educational needs of statemented pupils in independent Jewish schools continue to be met.
	August 31st 2005
	Principal EPS Officer
	Implementation of SLA with Binoh – independent provider within the Jewish community.
	

	Education Inclusion Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	16.1
	Ensure there are procedures in place for effective integration/re-integration of ethnic minority pupils who are at risk of exclusion.
	August 31st 2005
	Pupil Referral Unit Managers
	Procedures in place for effective integration/re-integration of ethnic minority pupils who are at risk of exclusion.
	

	16.2
	Ensure all information for parents re EOTAS provision is available in multi-lingual format.
	August 31st 2005
	EOTAS/Key Stage 4 Strategic Manager
	Information for parents re EOTAS provision is available in multi-lingual format.
	

	16.3
	Provide appropriate training for all staff to ensure they conduct their duties with due regard for relevant protocols and procedures.
	August 31st 2005
	Head of Education Inclusion Service
	Appropriate training for all staff is provided to ensure they conduct their duties with due regard for relevant protocols and procedures.
	

	Admissions and Exclusions

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	17.1
	Ensure all policies and practice within the team promote equal opportunities
	August 31st 2005
	Principal Officer, Admissions and Exclusions
	Service delivery Is monitored and equality of opportunity met
	

	17.2
	Commission training on multi-cultural issues for the Admissions and Exclusions Team
	August 31st 2005
	Principal Officer, Admissions and Exclusions
	All staff aware of multi-cultural issues
	

	17.3
	Monitor the use of exclusion by schools as a sanction for racist incidents
	August 31st 2005
	Principal Officer, Admissions and Exclusions
	Issues in relation to the possible inappropriate use of exclusion are identified and acted on.
	

	Special Educational Needs

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies

	18.1
	Continue to monitor referrals for statutory assessment by ethnicity


	August 31st 2005

 
	Assistant Education Officer, SEN


	Referrals are monitored by ethnicity.


	

	18.2
	SEN Team Service Plan to include the development of Team Performance Indicators in relation to equity of access to the service. To be evaluated at year-end.
	Completed

April 05 and ongoing
	Assistant Education Officer, SEN
	Team performance indicators are developed and used and evaluated
	


EDUCATION & LEISURE DIRECTORATE - CULTURE, LIFELONG LEARNING AND SPORT, Lifelong Learning, Culture and Heritage, Libraries, Youth Service, Early Years Play and Child Care Service, Lledr Hall- ACTION PLAN FOR YEAR 3, MAY 2004-AUGUST 31st 2005

	
	Key task
	Target
	Who
	Measured by
	Progress

	Culture and Heritage

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	19.1
	Implement the Cultural Strategy
	August 31st 2005
	Manger of Culture and Heritage
	Cultural Strategy implemented and working.
	Implement the Cultural Strategy

	19.2
	Monitor visitors/members to all service points by ethnicity
	August 31st 2005
	Manger of Culture and Heritage
	Visitors/members monitored by ethnicity to assist with the setting of future targets.
	Monitor visitors/members to all service points by ethnicity

	Libraries

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	20.1
	Implement actions from Position statement (Position Statement replaced Annual Library Plan)
	August 31st 2005
	Head of Library Service
	Actions from Position statement (Position Statement replaced Annual Library Plan) are implemented successfully
	

	20.2
	Monitor membership of library service by ethnicity
	August 31st 2005
	Head of Library Service
	Membership of library service is monitored by ethnicity to inform future target setting.
	

	Early Years Play and Child Care Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	21.1
	Continue to provide high quality, equal opportunities training for staff in early years & childcare settings
	August 31st 2005
	Head of Early Years, Play & Childcare service
	Training programme evaluations.

Training dates have been set in programme
	

	21.2
	Implement ‘Quality in Equalities’ document
	August 31st 2005
	Inclusive Play Co-ordinator
	Document to be launched 12 May 2004

50% of settings have trained ENCOs
	

	Lifelong Learning Services

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies

	22.1
	Provide high quality equal opportunities training for staff.
	August 31st 2005
	Lifelong Learning managers
	Training provided for all staff.
	

	22.2
	Ensure that all plans, policies and strategies promote equal opportunities, and that we improve our procedures for monitoring them.
	August 31st 2005
	Lifelong Learning managers
	All plans, policies and strategies promote equal opportunities.
	

	22.3
	Ensure that our Lifelong Learning Services are both active in recruiting staff from ethnic communities and also in providing and developing new provision to ethnic communities
	August 31st 2005
	Lifelong Learning managers
	Our Lifelong Learning Services are both active in recruiting staff from ethnic communities and also in providing and developing new provision to ethnic communities
	

	Lledr Hall

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies.

	23.1
	Ensure that all plans, policies and strategies promote equal opportunities, and that we improve our procedures for monitoring them.
	Completed by April 2005
	Lledr Hall Manager
	All plans, policies and strategies promote equal opportunities
	

	

	Sport and Leisure

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies

	24.1
	Monitor Salford Community Leisure performance and ensure equality issues are appropriately managed.
	August 31st 2005
	City Council Monitoring Officer
	Salford Community Leisure performance is monitored and equality issues are appropriately managed.
	

	Youth Service

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies

	25.1
	Ensure that all staff receive appropriate training
	August 31st 2005
	Service Managers
	Training delivered and recorded in 12 weekly reports
	

	25.2
	Implement monitoring systems to record service usage. (15 % increase)
	August 31st 2005
	Senior Managers
	System operational
	

	25.3
	Increase contact with young people from BME, refugee and asylum seeking communities
	August 31st 2005
	Youth Work Managers
	Usage of facilities. Contacts recorded by detached teams, evidenced in 12 weekly reports.
	

	25.4
	Development plans show anti-oppressive youth work programmes
	August 31st 2005
	Youth Work Managers
	Celebration event to showcase the work.
	

	Arts Services

	Complete the following actions and conduct Impact Assessments as necessary on the following policies and strategies

	29.1
	To continue with and expand the work of the Asylum Seekers and Refugee Project Co-ordinator.
	August 31st 2005
	Arts Service Manager
	The work of the Asylum Seekers and Refugee Project Co-ordinator is expanded.
	


APPENDIX D- RELEVANT DOCUMENTS

Integrated Equal Opportunities Policy

http://www.salford.gov.uk/council/corporate/equality/eqresources/eqpolicies/equalopps-policy.htm
Race Equality Scheme 2002

http://www.salford.gov.uk/council/corporate/equality/eqresources/eqpolicies/raceequality.htm
Dignity at Work Policy

http://www.salford.gov.uk/council/corporate/equality/eqresources/eqpolicies/dignityatwork.htm
Equality of Service Delivery Policy

http://www.salford.gov.uk/council/corporate/equality/eqresources/eqpolicies/servicedelivery.htm
Equality Of Service Delivery Monitoring Guidance

http://www.salford.gov.uk/guidance_on_eosdp_monitoring-2.doc
Guidance on Employment Equality (Religion or Belief) Regulations

http://www.salford.gov.uk/religious_beliefs1.1.doc
Guidance on Employment Equality (Sexual Orientation) Regulations

http://www.salford.gov.uk/sexual_orientation_reform_1.1.doc
Race Relations Act & Amendment Act Training Modules

http://www.salford.gov.uk/council/corporate/equality/eqresources/eqtraining.htm
Completed Impact Assessments

http://www.salford.gov.uk/council/corporate/equality/eqresources/impact-assess.htm
Corporate Equalities Plan

Link to follow

Do you need this document in a different language or format?

If you need this document in a different language or format, please contact Jean Carter or Elaine Barber on telephone 0161 793 3275/3536, fax 0161 794 2027, e-mail jean.carter@salford.gov.uk, elaine.barber@salford.gov.uk
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