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.  A further days training covers issues relevant to customer service or management.


	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

Monitoring by Customer and Support Services Equality Group (CASSEG)


	
	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

Monitoring by Customer and Support Services Equality Group (CASSEG)
	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).

It is expected that revised guidance and forms for EIAs will be available by mid-June, 2006.  Initial assessments will be carried out over the summer months and a timetable for more detailed assessments will then be drawn up.

·   Internal consultation and information   

     dissemination to staff on equalities.


	David Horsler/ All

CASSEG

 CASSEG
	(see point 1 above)

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.


	· Monitoring.  Pilot monitoring scheme ongoing for Customer Contact Centre.  New corporate ethnic monitoring system being developed by Partners in Salford and will be available in summer 2006.

· Use of “Language Panel” on publications etc.  Revised information being provided by Marketing and Communications.

· Consultation.  General guidance document produced for the directorate and corporate guidance produced on consultation with disabled people.
	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

Monitoring Officer
	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)
	
	

	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


	December 2006

February 2007

	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 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


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

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


	Performance Team
	Some progress has been made on this issue but much more remains to be done

	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

12 Diversity Leaders now trained and working within directorate. 

Regular Housing Equality Groups running and regular DL away days attended.


	
	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
	All Housing teams now utilising the same Equalities Monitoring form and Information scheduled for being collected and analysed on regular intervals

 First six monthly Equality report now completed and reported back to Lead Member and Senior Housing Management Teams. Positional statement achieved




	
	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


	· 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

Wendy Goodwin 

Strategy  and Consultation Team
	CSM methodologies created for Housing Teams. Measurement has taken place with 5 teams and services to date. This exercise will take place annually.

Consultation and Involvement Strategy sent to Senior Officer for approval and due to be launched in June 2006. The Strategy includes specific action points on engagement and consultation with hard to reach groups. One central  record /database system created


	
	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
	Bi annual reporting schedule in place for both New Prospect Housing and Housing and Planning. No specific differences highlighted to date. Ongoing process. Corporate review due November 2006

	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.


	Barbara Iqbal

Performance Team
	Diversity Living Strategy now signed off. BME Housing Strategy is being produced and steering group is in place and operational.

CSM programme ongoing and continual measurement in place. Barabara Iqbal is reviewing EIA toolkits. 


	
	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


	CSM in place for all teams. The DLS has been created by Salford University and Working Group which has consulted for customers needs.


	
	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
	· 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.  


	Performance Team/ Cross tenure Anti-Social Behaviour Team

Performance Team/ Cross tenure Anti-Social Behaviour Team


	No specific figures yet available. Pro forma are monitored by NPHL on qrtly basis. All staff trained with correct polices and procedures and performance is measured theough national BVPI’s 174

Ongoing




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

	9.
	
	· 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
	April 2006

This is still in its developmental stages and is reviewing its capacity to deliver over cross tenures and the new Common Service Provider




	
	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
	Ongoing

The Equality Report contains a section on what we have done to expand access to service



	
	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


	An updated Action plan will be produced for 2006/7

Ongoing


	
	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
	Ongoing

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.  



	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

Various events held in the community e.g. Multicultural stall at Summer Festival (Irlam); Kicking Racism into Touch Autumn Palyscheme). Ongoing

	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.  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.

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


	Ruth Fairhurst/ Management Team

Ruth Fairhurst/ Alan Tomlinson

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:

	
	
	· 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/ Alan Tomlinson


	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/ Alan Tomlinson

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/ Alan Tomlinson

Ruth Fairhurst/ Sheila Murtagh
	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/ Alan Tomlimson
	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/ Alan Tomlinson

Ruth Fairhurst/ Alan Tomlinson

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/ Alan Tomlinson

Ruth Fairhurst/ Alan Tomlinson

Ruth Fairhurst/ Alan Tomlinson

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. Update report received in April, 2006. Revised paln will be presented in May, 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


	· 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. Update report July, 2006.



	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. Has been rolled out to other members, 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


	· 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 presented in 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 presented in 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
	Human Resources are measuring race, disability, religion, gender and sexual orientation in respect of all employees. In the Community Safety Unit (CSU), we are awaiting management information to inform us how compliant we are with local demography. We are currently recruiting staff and ensuring that our recruitment and selection process is  RES compliant in conjunction with HR.

	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
	All staff have received equal opportunities training in the last twelve months. Currently there are twelve members of staff. There is a Diversity Officer within the CSU who has attended several diversity workshops and has cascaded her findings back to colleagues via internal newsletters. New management has agreed for diversity issues to be a standing item on weekly team meetings. These meetings are minuted.

	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


	Items 3 to 7.

The CSU has created a RES Policy group to monitor the impact of its activities with the projects that it funds. This group also monitors the RES compliance of all CRDP committees that the CSU subscribes to. It is influencing these bodies to increase the monitoring of data to produce management information through which service improvement can take place.

	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. These are reported quarterly to the Crime and Disorder Executive Group.

	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. GMP does the analysis on this and the local authority liaison office keeps the CSU informed.


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


	· One new vacancy has been recently filled within the Good Practice IN Community Involvement (GPICI) Team – for Training Resources Officer. Recruitment to this vacancy was undertaken following advice and guidance from Chief Executive Personnel. The vacancy was 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. Wider advertising was undertaken through the national press (Guardian Newspaper). Applications were received from people representing a range of ethnic backgrounds. Shortlisting resulted in four interviews, of which one was from a non-white racial group.

· No further recruitment is planned for the Local Strategic Partnership Management and Administration Team or GPICI Team for 2006-2008.

 
	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, five newsletters (the ‘Bulletin’) 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)

Alan Tomlinson (Community Plan review)

Karen McCrackle (Bulletin


	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. The initial work of the EMF (2005/06) included the development of monitoring tools and direct capacity support to BME community organisations and the evolving BME Forum (this will be signed off by the LSP in June 2006). Embedding the EMF over 2006-08 will be the responsibility of the Community, Health and Social Care Directorate and has secured further NRF funding in order to do this.


	All Strategic Delivery Partnership Chairs

Sheila Murtagh (Development of the EMF model, 2005/06)

Bhupendra Mistry (Embedding the EMF model, 2006-08)


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

EMF progress will be reported through quarterly NRF returns


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

	
	
	· The Community Plan ‘Making the Vision Real’ - 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. Activities resulting from the priorities detailed within the Community Plan will be monitored and reported to the LSP on an on-going basis. This will also be supported by the Ethnicity Monitoring Framework – see point 3 above

· 
	Alan Tomlinson
	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:

	
	
	· Ongoing advice and guidance on how to improve 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, is provided by Salford Community Network. In future all materials will also be circulated via the BME Forum.

· 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


	· LSP newsletters (Bulletin) are now available to all communities and residents across Salford. Outreach has increased through inclusion in the Salford Community

· Improving the strategic intelligence

· Once the EMF model has been ratified by the LSP a baseline of BME access and take up of Neighbourhood Renewal Fund funded projects will be undertaken. This will be conducted during Quarters 2 and 3 of 2006/07. The results will be used to identify gaps in provision and help tailor provision for 2007/08. – 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 initiative (materials on website, used in training, development etc)

· GPICI Team 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.

· Initiative 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
	Ongoing 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 September, 2006 LSP Board.


	Sheila Murtagh/

Bhupendra Mistry
	Report when Community Cohesion 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 Teamis on this group. Extensive consultation has been undertaken with BME community groups and organisations with the view to have the Forum established by September, 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 / Bhupendra Mistry
	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 (SABre) ensuring that it incorporates relevant data, for all agencies and groups to access. The current SABRe update was agreed by  Chief Executive Line Management in January 2006. 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). 


	Jon Reehill/ Alan Tomlinson
	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. To form part of the LSP review.


	Sheila Murtagh / Bhupendra Mistry

Jon Reehill/ Alan Tomlinson

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 (Bulletin) 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 in the July, 2006 issue.

· 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
	· First stage mapping has now been completed from information available for the NDC area

· Training and Recruitment Officer has started to monitor this.


	Training and Recruitment Officer
	Ongoing

	2.
	Improving staff perceptions of equal opportunities for all ethnic groups and reducing any differences
	· Programme of language line training to take place now staff have received equality and diversity training.

· A programme of equality and diversity training has taken place through the city programme.  Most staff have now completed or are about to complete this training
	Training and Recruitment Officer


	March 2007

December 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
	· Mechanism to be developed as part of the ethnicity framework programme

· Inclusion Strategy for the NDC Programme approved.  Work from action plan now being developed
	Theme Managers

Community Involvement Manager


	Ongoing

Ongoing

	4.
	Improving satisfaction rates among service users of all ethnic groups and reducing any differences
	· Community Involvement Team continuing to make contact with individuals within the community to encourage involvement.


	Community Involvement Manager


	Ongoing

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


	· Number of complaints from ethnic groups monitored.  To date none received
	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 continues to be monitored. To date no requests received..
	Communica-

tions Officer
	Ongoing

	7.
	Improving service outcomes for all ethnic groups and reducing any differences
	· Continue to 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.  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 2007

	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 2007


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.
	


