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1.
Background on the Race Relations (Amendment) Act   2000

1.1
The racist murder of black teenager Stephen Lawrence on the 22nd April 1993 and the manner in which the investigation was handled prompted an inquiry that was carried out by Sir William Macpherson. The report of the inquiry, which came to be known as the McPherson Report, made several recommendations, which led to the amendment of the original 1976 Race Relations Act. The new law came into force on Monday 2 April 2001. It strengthens and extends the scope of the 1976 Race Relations Act; however it does not replace it. 

The amended Act places public authorities under new statutory duties to promote race equality. The aim is to ensure public authorities to provide fair and accessible services, and to improve equal opportunities in employment.  As a consequence Salford City Council must take account of racial equality in the day to day work of policy-making, service delivery, employment practice and other functions.

1.2
The main points of the Race Relations (Amendment) Act 2000 are: 

· Racial discrimination is "unacceptable" and is outlawed in all public  authorities, and in those functions of public authorities contracted out to the private sector. 

· Public bodies now have a general duty to promote race equality - and will have no discretion to decide "whether the promotion of race equality is an 'appropriate activity' ". 

· They must promote equality of opportunity and "good relations" between people of different racial groups. 

· The general duty to promote race equality is a "positive one" requiring public authorities to be pro-active in seeking to avoid unlawful discrimination before it occurs. 

· Organisations covered by the act must monitor their workforce and take steps to ensure that ethnic minorities are treated fairly. 

· They must assess how policies and programmes can affect ethnic minorities, and take remedial action where any potential for "adverse differential impact" on ethnic minority communities is identified. 

· Bodies must monitor the implementation of policies and programmes to ensure they meet the needs of ethnic minorities. 

· Each organisation must have a "publicly stated policy on race equality". 

· The commission for racial equality has powers under the act to issue a compliance notice to a public body which it believes is not fulfilling its duties to promote race relations. 

· On employment issues, public bodies will be expected to ethnically monitor staff in post and applicants for jobs, promotion and training. They must analyse grievances, disciplinary action, dismissals and other reasons for leaving, particularly among senior employees. 

•    The results of ethnic monitoring should be published each  year by each public body covered by the act.


1.3
Understanding the requirements of the Race Relations (Amendment) Act

The Race Relations (Amendment) Act RR(A)A places a general duty on the Council to eliminate unlawful racial discrimination; and to promote equality of opportunity and good relations between persons of different racial groups. The Council has to be proactive. A set of specific duties applying to service delivery and employment have been placed on the City Council to guide the implementation of the general duty.
The specific duties- Service Delivery

The Council is required to identify those of its functions and policies/proposed policies likely to impact on race equality, and its capacity to me the requirements of the general duty e.g. Providing meals for elderly customers is likely to have an adverse impact on service users if it is not culturally sensitive.


(i) assessing impact of proposed policies on  the promotion of race  equality

(ii) monitoring policies for adverse impact on the promotion of race equality

(iii) publishing the results of assessments, consultation and monitoring

(iv) ensuring accessibility to information and services

(v) training staff in their duties under the RR(A)A

The Specific Duties-Employment

The Council is required to ethnically monitor:

(i) Staff in post

(ii) Applications for employment

(iii) Training and promotion

(iv) Performance assessment/ appraisal

(v) Grievance and discipline

(vi) Staff leaving employment

(vii) Analyse the data to identify any patterns of inequality

(viii) Take any necessary action to remove unjustified barriers and promote equality of opportunity

(ix) Publish the results of the monitoring annually 



2
Salford’s position

2.1  Salford City Council recognises that all sections of society may experience prejudice and discrimination.  This can be true in service delivery and employment. We are committed to equality of opportunity both in the provision of services and in our role as a major employer.  We believe that all people have the right to be treated with dignity and respect.  We are committed to the elimination of unfair and unlawful discrimination in all our policies, procedures and practices.  We are working towards, and are committed to, the elimination of unfair and unlawful discriminatory practices.


Our commitment is to ensure that irrespective of racial, ethnic or national origins, all people have the same rights of access to services and employment.  All people will be treated with equality, dignity and respect when having any contact with the City Council. The Council acknowledges that a one size fits all approach is not appropriate and that its services must be tailored to meet the needs of ethnic minority groups to ensure that the services are fair and responsive to their needs.

One of the commitments of Salford City Council’s Race Equality Scheme is to publish an Annual Report on the progress of the City Council’s Race Equality Scheme, this is the second such report and will focus on 3 key areas: 

· How Salford City Council has performed in relation to it’s general and specific duties

· What Salford City Council has done in relation to it’s Race Equality Scheme action plan  

· An action plan for what we are currently doing and intend to do in the future

2.2
Salford its geography, ethnography and demography

Salford is a city on the west of the Greater Manchester conurbation of metropolitan boroughs, bordered by Warrington to the west, Manchester to the east, Trafford to the south and Wigan, Bury and Bolton to the north. 

The 2001 census recorded the resident population of Salford at 216,103, of which 49 per cent were male and 51 per cent were female. 

Ethnicity of Salford residents as of 2001 (figure 1)
	
	Salford%
	England%

	White (including Jewish)
	96.1
	90.9

	     of which White Irish
	1.8
	1.3

	Mixed
	1.0
	1.3

	Asian or Asian British
	1.4 
	4.6

	     Indian
	0.6 
	2.1

	     Pakistani
	0.4 
	1.4

	     Bangladeshi
	0.2 
	0.6

	     Other Asian
	0.2 
	0.5

	Black or Black British
	0.6
	2.1

	     Caribbean
	0.2
	1.1

	     African
	0.3
	1.0

	     Other Black
	0.1
	0.2

	Chinese or Other Ethnic Group
	0.9
	0.9






Source: 2001 Census
Age of Salford Residents as of 2001 (figure 2)
	
	Salford%
	England and Wales%

	Under 16
	20.4
	20.2

	16 to 19
	5.4
	4.9

	20 to 29
	13.8
	12.6

	30 to 59
	39.3
	41.5

	60 to 74
	13.5
	13.3

	75 and over
	7.7
	7.6

	Average age
	38.2
	38.6










Source: 2001 Census
There are small numbers of people with minority ethnic backgrounds (3.9 per cent), and people from different backgrounds live in clusters in different wards in the city. The largest ethnic group are Jewish people who make up some 10,000 and are included within the White category in the Census figures.

Religion of Salford residents as of 2001 (figure 3)
	
	Salford %
	England and Wales %

	Christian
	76.5
	71.8

	Buddhist 
	0.2
	0.3

	Hindu
	0.3
	1.1

	Jewish 
	2.4
	0.5

	Muslim 
	1.2
	3.0

	Sikh
	0.1
	0.6

	Other religions
	0.2
	0.3

	No religion 
	11.0
	14.8

	Religion not stated 
	8.1
	7.7


Source: 2001 Census
There are a higher proportion of Christians in Salford in comparison with the rest of England and Wales. The largest majority minority religion is Judaism. Working alongside the Jewish community, Salford City Council helps to facilitate the provision of services to the Jewish Community in a culturally sensitive manner.

Observations

1. Whilst Salford has a particular profile, it is worth remembering that profiles change over time, the services in place now may not be the services needed in 3 to 5 years time. Preparation has to be made to ensure:

· Services are not discriminatory (despite current ethnic breakdowns)

· Salford is perceived as a ‘safe place’ to live and visit

· Salford has a cosmopolitan attitude and encourages multicultural life styles

3.0
How Salford City Council has performed in relation to its general duties

3.1.
Service Delivery

Salford City Council is consistently looking at how it delivers it services to its BME (Black and Minority Ethnic) customers. In order to facilitate the process of providing more culturally sensitive services, directorates are currently engaged in impact assessing their policies, procedures and functions to see if they have an adverse impact on people from varying ethnic groups.  Currently some services ethnically monitor service users when sending out customer satisfaction surveys in order to ascertain how they can provide better services. However, a more consistent approach to monitoring service users is being adopted. This is being propelled further by the Equality Standard
. Service areas are more aware that they need to find out who their customers are and the value of building up a customer profile in order to facilitate the needs of customers and service design more adequately. 

3.2
Policies and practical application

The City Council is consistently striving to ensure that equality issues are recognised and are addressed in a manner that impacts positively on its duties as a service provider. Several policies and procedures have been written in order to ensure that staff are mindful of varying cultural needs.  Listed below are some of the policies:

· Equality of Service Delivery Policy

· Salford City Council’s Race Equality Scheme

· Guidance on ethnic monitoring in service delivery

· Valuing diversity in communication

· Guidance on conducting a meeting or a gathering

· Race Relations Amendment Act training modules

· Integrated Equal Opportunities Policy

· Training modules on the Race Relations (Amendment) Act 2000

· Hints and tips guide for equalities 

· Best value performance Indicators

For additional information on policies and procedures relating to equality issues please see the following URL  www.salford.gov.uk/Council/corporate/equality/eqresources.htm 

Salford however, is not just engaging in ‘paper policies’ it is actively striving towards pragmatic and practical solutions.

Although the titles of the policies do not all imply that they are specific to race all the above policies include the theme that discrimination based on race, gender, age, HIV status, sexual orientation and religious belief are not tolerated. 

3.3
The Equality Standard for Local Government

Salford City Council has adopted to the Equality Standard for Local Government and has successfully achieved level 1 across the whole authority. In order to achieve level 2 the Council is putting into place measures to ensure that all new policies or procedures are impact assessed. This means that all new policies will be assessed to ensure that there is not an adverse impact on our customers due to gender, race, disability, sexual orientation and religious belief. If a differential impact is found and it can not be averted then measures will be taken to ensure that the impact is minimal. These measures have been introduced to ensure that the Council does not unwittingly discriminate against any of its customers.

3.4
Diversity Leadership Forum

The Council established the Diversity Leadership Forum leadership forum on the 10th December 2003. The main aim of the Forum is to afford service providers in Salford an opportunity to engage in meaningful dialogue with members of Salford’s BME communities in a co-ordinated and structured way; to discuss how services are currently provided and what can be done to improve services in the future. To date the group has met three times, it is chaired by Councillor J Warmisham, Lead Member for Community and Social Services. Its remit is to discuss with members of Salford’s BME Communities, how stronger links resulting in better service provision could be built between those communities and Salford’s Local Strategic Partnership (LSP)
.

The Council recognises that it needs to improve consultation with BME communities Salford has underlined its commitment in the city Councils pledge ‘Promoting inclusion in Salford’ - We will tackle poverty and social inequalities and increase the involvement of local communities in shaping the future of the city. The Diversity Leadership Forum and the recent appointment of a Social Cohesion Manager, demonstrate Safford’s commitment to improve cohesiveness and consultation.  Whilst there are many areas of good practice one of the main functions of the Social Cohesion Manager will be to mainstream good practice through the organisation by co-ordinating and concentrating efforts where needed.

3.5
Consultation

The Good Practice in Community Involvement Project is a Partners IN Salford initiative funded through SRB5 and ERDF monies until March 2006. The aim of the project is to:

‘Increase the capacity and commitment for improved Community Involvement in decision making within the Partners IN Salford framework’.
One of the aims of the project is to facilitate a more coordinated approach to consultation with Salford’s communities including Salford’s BME communities. Salford has a small but growing BME community so the possibility of over consulting has engaged Salford City Council and other members of the Local Strategic Partnership in coming together to pool resources and work towards a joint consultation approach. Approximately 150 people from the LSP have attended consultation workshops the aim of which are to raise awareness of the barriers to good consultation and how to remove them. The workshops are ongoing and are being attended by people from the LSP who consult or would like to improve consultation. The workshops have enabled the sharing of good practice and are helping to steer the way for joint consultation.  A new web resource is available from 23rd April 2004 and includes:

· Tools and methods for consultation and community involvement

· Local examples of good practice in Salford

· Information about training opportunities, quality standards, principles and more

· A forward planning calendar for all partners to detail future consultations

· A consultation library facility

Gold Standards for Community Involvement

Partners in Salford agencies and organisations signed up to a number of Gold Standards in community involvement in March 2004. This will help to achieve effective participation and citizenship within the city. The standards have been developed by the Good Practice Project in Community Involvement which is an SRB5 funded Project which aims to support partner organisations in achieving the effective participation of citizens in decisions which affect their communities. One of the key aims of the project is to increase consultation with BME communities. 

Source: Partners in Salford March 2004 (www.partnersinsalford.org/communityinvolvement)
3.6
Providing culturally sensitive services

Salford City Councils Social Services department work with community groups and other agencies such as the Salford Link project to provide more culturally sensitive services to BME community groups this has resulted in user satisfaction levels not only proving within the BME community but also the wider community. 

Good Practice 

Personnel and Performance are ensuring that when apprenticeships are offered at the City Council a proportionate amount be offered to people from BME groups.

	Community and Social Services have an additional line for Urdu and Arabic speakers where Urdu and Arabic speakers can receive welfare rights and debt advice in their mother tongues. 


Community and Social Services have worked in partnership with members of the Jewish community to facilitate the needs of customers who require kosher meals. 

Community and Social Services have produced a directory of services targeted specifically at BME groups to assist with service provision. The booklet can also be made available in varying language formats including brail.

Development Services have signed up to an initiative called ‘Tomorrow’s Planners’, the aim of the initiative is to encourage more BME people to work within planning departments and contribute to the development of the towns and cities we live in.

3.7
EMTAS

Salford City Council provides a support service called Salford Ethnic Minority and Traveller Achievement Service (EMTAS). Two teams help children from different ethnic minority groups, in homes, nurseries, primary and high schools, the teams are:

· Ethnic Minority Support Team 

· Traveller Support Team 

The ethnic minority support team is charged with providing support and specialist teaching for children whose first language is not English, in order to help them reach the level of educational achievement that their English-speaking peers have attained. 

The Traveller Support Team provides support for the children of families to ensure equal opportunities and to enable them to access the available educational provision. EMTAS work with children and their families in a variety of situations such as:

· Learning activities taking place on and off site, with a nursery nurse 

· Providing Distance Learning packs for Traveller children. 

· Encouraging Traveller families to go into higher and further education 

· Supporting families with educational, welfare and social issues.

The work of EMTAS is crucial to providing support for children from BME groups and has a large remit; it has been focusing on language issues but needs to extend its influence towards educational attainment. A resent report from OFSTED made several recommendations, which included:

· the need for a consistent approach in line with that of the school improvement service

· Ensuring that the work of the traveller Education service is better focused. E.g. helping to raise the achievement level of traveller children.

As a result of the recommendations made by OFSTED and the Councils commitment to Equal opportunities an Equalities Officer is being recruited with the remit of working with school based staff and the Education and Leisure department to promote all aspects of equal opportunities.

Salford City Councils commitment to education is demonstrated in its 3rd pledge ‘Encouraging learning, leisure and creativity in Salford’. Salford City Council will take on board the recommendations made in the report and work towards improvements.

3.8
Salford’s Black History Project

Working in partnership with Kirklees Borough Council, Salford’s Black History Project was an outstanding achievement. It brought together local groups, including Broughton Asian Women/Girls Group, Bright Sparks in Seedley, the Angel Project and schools. Through this project community groups researched their own history and they in turn became part of the exhibition. The exhibition afforded local community groups the opportunity to explore the history of BME groups in Britain from a historical perspective. People learned about their own history through the project – for instance, Irish history and African history. The project has helped link Asian history with African history and  also worked with local children and their parents to tackle issues around racism.

3.9
Community Safety and Crime Reduction

The Salford Crime and Disorder Partnership consists of public and private agencies working towards reducing crime and disorder within Salford. As part of its crime and disorder strategy 2002- 2005 one of the key areas being looked at is a hate crime
 reduction strategy. We understand that to build trust and increase reporting of offences, we need to do more to strengthen our response and support to victims. One of the six key areas that has been highlighted as of concern amongst our BME population is crime. The Diversity Leadership Forum is one of the mechanisms currently being utilised to engage with our BME communities to ascertain how they think we can work together to decrease crime within our communities.  In the past few months various forums have been established in order to consult with groups which have traditionally been 'harder to reach', with a view to getting a better understanding of the issues that affect them and their ability to report incidents of hate crime.  These groups have included a group to consider issues faced by lesbian, gay, bisexual and transgendered people, a group to consider issues faced by disabled people and a group to consider issues faced by asylum seekers and refugees.

Good Practice

In the coming months Salford City Council and the crime and disorder partnership will be launching a campaign to encourage reporting of incidents of hate crime incidents.  This will include the establishment of a call centre number, a text facility and a minicom facility, modeled on best practice from other areas in the country.

3.9.1

Community Wardens Scheme

In June 2001 a Community Wardens Scheme was piloted on Swinton's Valley Estate. The scheme was very successful - and impacted on issues relating to environmental blight and increasing community confidence.

Building on this success, Salford City Council has rolled out the scheme further to The Valley, Brookhouse Estate, Kenyon Way and the A6 Corridor.

The wardens are specially trained to deal with problems and will patrol the streets to log and report environmental and other types of nuisance. They are also there to assist as needed, older people, people with disabilities, black and minority ethnic communities, and generally help local residents to feel safe and secure.

The overall purpose of community wardens is to build citizen confidence by: 

· Caring for the physical appearance and management of the neighbourhood   

· Encouraging a sense of belonging within the community   

· Being a contact point for vulnerable people 

Community wardens are responsible for: 

· Patrolling the neighbourhood   

· Reporting environmental or maintenance problems to relevant authorities   

· Checking empty properties

3.10
Increasing cultural awareness and tackling racism in schools

Salford has worked in partnership with Trafford and the DFES (Department of Education and Skills) in creating a working policy called ‘Equality in early years’. The aim of the policy is to promote inclusion and understanding of different racial and cultural groups in Great Britain and providing young people and educators with an overview of varying cultures and customs. Salford is working towards ensuring that all early years centres such as nurseries, child minders, after school clubs and crèches have an ENCO(equality named co-ordinator). 

Good Practice

On the 7th of June 2004 to celebrate National Childcare Month Salford City Council and its partner organisations will be hosting a cultural awareness fun day  called ‘reflections of Salford’  with the aim of bring families across the City together to share in each others cultural traditions and celebrate diversity.   

3.11
Language and translation capacity

Salford City Council is striving to ensure that the needs of its non English-speaking customers are met. This is a challenging task with migration into and out of the city, whilst there are BME communities many of the communities are relatively small. The city Council uses Language Line, Salford Link Project and multi-lingual City Council employees to provide language support. The use of language panels is also common practice within all service areas and this affords customers who do not have English as their first language the facility to request information in their own language. Currently Salford has 7 core languages. These are Arabic, Bengali, Cantonese, English, Gujarati, Punjabi and Urdu.  Due to migration the core languages are being revised to enable Salford to provide better customer service.

4.0
How Salford City Council has performed in relation to its specific duties

4.1
Under the specific duties of the Race Relations Amendment Act. Salford City Council is required to collate statistical data on the ethnicity of its workforce.  This has been a difficult undertaking as we have migrated from one computer-based personnel system to another. However resources are now in place to finalise a personal audit this summer. This means that data collected on each employee will be up to date so that the City Council can monitor more effectively ethnicity in the following key areas:

· Staff in post

· Applications for employment

· Training and promotion

· Performance assessment/ appraisal

· Grievance and discipline

· Staff leaving employment

Currently we have no consistent data on the training and promotion of employees and performance assessment/appraisal, this will be rectified and be included in next years annual report.

The new data audit will be occurring on annual basis to ensure that the data integrity is improved and an online system will also be made available so that employees can alter their profile if the need arises.

Education and Schools use a different payroll system. For the purpose of this report, Education and Leisure have not been included where the data received is too unreliable.

4.2
Training

As a public authority Salford City Council has a duty to ensure that it sets the standard by adopting good practice. Part of this is the delivery of training that looks at issues surrounding discrimination, the grounds which give rise to discrimination and how employees can contribute to its eventual elimination.

Salford recognises the value of training in delivering improved customer services and increasing the knowledge of staff. Freely accessible training on the Race Relations Act 1976 and the Race Relations Amendment Act are available on line at the following link http://www.salford.gov.uk/Council/corporate/equality/eqresources/eqtraining.htm
The training modules are designed to ensure that all Council employees are aware of their rights and responsibilities under the race relation’s amendment act. The training is online and focus on the core legal issues. A more robust equalities training  strategy is being developed to improve the knowledge and skills of in relation to Equal Opportunities and Diversity.

As part of the Human Resource Strategy equalities training will be delivered Council wide from the later half of 2004. Some directorates have provided equalities training for their staff. For example, Community and Social Services and the Council’s arms-length housing company – New Prospect Housing. Equalities are also integrated into other training programmes, for example a training programme for managers called ‘First Line Certificate in Management’. Includes a one- day equalities session as part of this ten-day programme for managers. 

4.3
Work force Statistics by Ethnicity- Staff in post

Below is a graph demonstrating the number of employees from BME groups in post over a 3 year period.

The graph demonstrates that overall there has been an increase of BME’s working for the City Council, but it also demonstrates that it does not fully reflect the diversity of the City’s 3.9% BME population.

(Figure 4)
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Note:

Housing services have gone from 1.89% BME employees in March 2002 to 5.81% in March 2003.  This rise and subsequent fall in 2004 relates to very few people in a small section)

4.3.1
The table below gives a breakdown of BME employees within the Council between 2002 –2004 (figure 5)
	
	Environmental Services


	Housing Strategy
	Personnel and Performance
	Strategy and Regeneration
	Social Services
	Corporate Services
	Education and Leisure
	Development Services
	Council Performance
	2003/04 Target

2.2%

	2002/03
	1.43%
	5.81%
	3.55%
	5.21%
	3.37%
	2.60%
	1.10%
	1.86%
	1.85%
	

	Quarter 1 2003/04
	1.2%
	5%
	2.94%
	6.73%
	3.58%
	2.79%
	1.33%
	2.05%
	2.02%
	

	Quarter 2 2003/04
	1.21%
	3.57%
	3.91%
	5.83%
	3.68%
	2.8%
	1.36%
	2.07%
	2.06%
	

	Quarter 3 2003/04
	0.75%
	2.41%
	3.97%
	6.8%
	3.73%
	2.8%
	1.31%
	1.91%
	2.04%
	

	Quarter 4 2003/04
	0.73%
	2.4%
	3.79%
	6%
	3.69%
	2.79%
	1.25%
	1.87%
	1.98%
	

	No
	3
	2
	5
	6
	61
	18
	59
	9
	163
	

	Dir. Tot
	410
	84
	132
	100
	1654
	645
	4714
	481
	8219
	


4.3.2

THE TABLE BELOW GIVES A BREAKDOWN OF THE TOP 5% OF EARNERS FROM BME COMMUNITIES (Figure 6)
	
	Environmental Services


	Housing Strategy
	Personnel and Performance
	Strategy and Regeneration
	Social Services
	Corporate Services
	Education and Leisure
	Development Services
	Council Performance
	2003/04 Target

3%

	2002/03
	11.11%
	0.00%
	0.00%
	0.00%
	2.08%
	2.22%
	2.70%
	2.38%
	2.54%
	

	Quarter 1 2003/04
	11.11%
	0%
	0%
	0%
	0%
	2%
	1.8%
	2.86%
	1.88%
	

	Quarter 2 2003/04
	8.33%
	0%
	5.26%
	0%
	0%
	1.47%
	3.53%
	2%
	2.27%
	

	Quarter 3 2003/04
	10%
	0%
	0%
	0%
	0%
	1.89%
	2.56%
	1.89%
	2.10%
	

	Quarter 4 2003/04
	10%
	14.29%
	0%
	0%
	0%
	1.82%
	2.38%
	2.70%
	2.37%
	

	No BME
	1
	1
	0
	0
	0
	1
	2
	1
	6
	

	Dir Tot
	10
	7
	11
	14
	35
	55
	84
	37
	253
	


* NB Excludes school based staff

NB: Estimated figures pending data verification exercise and clarification of the definition

4.4
Applications for Employment

Most application forms for employment with the City Council are now obtained directly from our website or via our contact centre. These mechanisms do not include ethnic monitoring arrangements.

The Council is currently unable to give a breakdown of applications received by ethnic origin as a consequence of business process re-engineering taking place in the recruitment support process. Once new systems are operative and data has been cleansed the information will be made publicly available.


4.5
Directorate breakdown of employees who have ceased employment with Salford City Council 1st april 2002 to 31st march 2003 (figure 7)
	Ethnic Origin
	Personnel

Services
	Strategy &

Regeneration
	Housing Services
	Corporate 

Services
	Development

Services
	Environmental

Services
	Community & Social 
	Education & 

Leisure
	School Based

Staff

	White
	19
	21
	41
	37
	49
	32
	166
	215
	202

	Irish
	
	
	
	1
	1
	
	1
	3
	7

	Scottish
	
	
	
	
	
	1
	1
	
	1

	Welsh
	
	
	
	
	
	
	1
	
	1

	White Other
	
	
	
	3
	
	
	1
	6
	

	Black African
	
	
	
	
	
	
	1
	
	

	Black Caribbean
	
	1
	5
	
	
	
	1
	
	

	 Black Other
	
	
	
	
	
	
	3
	
	

	Indian
	
	
	
	
	
	
	2
	
	

	Pakistani
	
	
	
	
	1
	
	2
	1
	

	Asian Other
	
	
	
	
	
	
	
	
	

	Chinese
	
	
	
	
	
	
	
	
	

	White & Black African
	
	
	
	
	
	1
	
	
	

	White & Black Caribbean
	
	
	
	
	
	
	1
	1
	1

	White & Asian
	
	
	
	
	
	
	
	
	

	Other Ethnic Group
	4
	3
	3
	1
	5
	6
	16
	130
	167

	Non Declared
	3
	1
	10
	10
	4
	1
	30
	415
	245

	Total Leavers
	26
	26
	59
	52
	60
	41
	226
	771
	624


Directorate breakdown of employees who have ceased employment with Salford Council 1st April 2003 to 31st march 2004 (Figure 8)
	Ethnic Origin
	Personnel

Services
	Strategy &

Regeneration
	Housing Services
	Corporate 

Services
	Development

Services
	Environmental

Services
	Community & Social 
	Education & 

Leisure
	School Based

Staff

	White
	15
	4
	17
	28
	46
	25
	216
	455
	411

	Irish
	
	1
	
	2
	1
	
	5
	15
	10

	Scottish
	
	1
	
	
	
	
	
	3
	2

	Welsh
	
	
	
	
	
	
	3
	4
	3

	White Other
	
	
	
	
	1
	
	1
	5
	13

	Black African
	1
	
	
	
	
	2
	
	1
	1

	Black Caribbean
	
	
	
	
	
	
	2
	
	

	 Black Other
	
	
	
	
	
	
	
	
	

	Indian
	
	
	1
	
	
	
	
	
	3

	Pakistani
	
	
	
	
	2
	
	
	1
	

	Asian Other
	
	
	
	
	1
	
	1
	1
	3

	Chinese
	
	
	
	
	
	
	
	2
	

	White & Black African
	
	
	1
	
	
	
	1
	
	

	White & Black Caribbean
	
	
	
	
	
	
	1
	2
	

	White & Asian
	
	
	
	
	1
	
	
	2
	

	Other Ethnic Group
	
	
	1
	
	2
	
	7
	200
	118

	Non Declared
	1
	
	4
	16
	6
	4
	45
	598
	325

	Total Leavers
	17
	6
	24
	46
	60
	31
	282
	1289
	889


The above table demonstrates that the number of leavers from BME groups has dropped from 11.1% the previous year to 5.6% this year a drop of 50%

4.6
Grievance Procedures

The following table shows the breakdown of grievances for each directorate during the period of 1st April 2002 to 31st March 2003 at Salford Council:

(Figure 9)

	Directorate
	Gender
	Ethnic Origin
	Stage Reached

	Personnel & Performance
	-
	-
	-

	Strategy & Regeneration
	-
	-
	-

	Housing Services
	Male
	White
	Stage 2

	Community & Social Services
	1 Male

1 Female
	2 White
	Stage 2

(Both)

	Corporate Services
	
	
	

	Development Services
	-
	-
	-

	Education & Leisure
	-
	-
	-

	Environmental Services
	-
	-
	-


For the period of 1st April 2003 to 31st March 2004 there has been 1 grievance and this has been from a BME person. The grievance was satisfactorily resolved for the parties concerned.

4.7
Staff subject to disciplinary procedure

Figures outline staff involved in disciplinary procedures for the period 1st April 2002 to 31st March 2003

(Figure 10)

	Directorate
	Total Number of Disciplinaries
	Ethnic origin of  complainants
	Type of disciplinary
	Outcome of disciplinary

	Personnel & Performance
	1
	1 White
	 1 Misconduct
	1 Formal Verbal

	Strategy & Regeneration
	1
	1 White
	1 Gross Misconduct
	1 Dismissed

	Housing Services
	3
	3 White
	3 Gross Misconduct
	3 Dismissed

	Community & Social Services
	12
	10 White

1 BME

1 Other Ethnic Group
	8 Misconduct

4 Gross Misconduct
	2 Dismissal

3 Formal Written

4 First Final

3 Formal Verbal

	Corporate Services
	2
	2 White
	1 Misconduct

1 Gross Misconduct
	2 Dismissed

	Development Services
	1
	1 White
	1 Gross Misconduct
	1 First Final Warning

	Education & Leisure
	4
	4 White
	4 Misconduct
	3 First Written

1 Final Written

	Environmental Services
	6
	6 White
	2 Misconduct

4 Gross Misconduct
	2 Dismissed

3 Final Warning

1 First Verbal


Figures outline staff involved in disciplinary procedures for the period of 1st April 2003 to 31st March 2004

(Figure 11)

	Directorate
	Total Number of Disciplinaries
	Ethnic origin of  complainants
	Type of disciplinary
	Outcome of disciplinary

	Personnel & Performance
	0
	-
	-
	-

	Strategy & Regeneration
	4
	4 White
	2 Gross Misconduct

2 Misconduct
	No Action taken

	Housing Services
	0
	-
	-
	-

	Community & Social Services
	10
	10 White
	4 Gross Misconduct

6 Misconduct
	1 Dismissed

3 Final Written

3 Written

3 Formal Verbal

	Corporate Service
	5
	4 White

1 BME
	5 Misconduct
	1 Final warning

1 Written Warning

3 No action taken

	Development Services
	2
	2 White
	2 Misconduct
	2 First Written

	Education & Leisure
	1
	1 White
	1 Misconduct
	1 Written

	Environmental Services
	1
	1 White
	1 Gross Misconduct
	1 Dismissed


4.8
Complaints made by employees under the Dignity at Work Policy

The following is a breakdown of complaints made by employees of Salford Council between 1st April 2003 to 31st March 2004, which were dealt with under stage 2 of the Dignity at Work Policy (which relates to harassment and bullying).

(Figure 12)

	Directorate
	Ethnic Origin
	Male/Female
	Outcome

	Chief Executive
	White
	Female
	Investigation

	Corporate Services
	BME
	Female
	Investigation


5.0
Conclusion

The City Council has taken several positive steps this year in order to improve our performance as an inclusive Council. We recognise the business benefits of having a City in which all members of society feel included and valued and we recognise the need to do more to increase BME representation in the workforce. 

Key improvements:

· The appointment of a Community Cohesion Manager

· The Diversity Leadership forum

· The appointment of a new Corporate Head of Marketing and Communication

· The equalities training strategy

· Achieving Level 1 of the Equality Standard for Local Government

· Member engagement in the Salford Black History Project 

· The attendance at recruitment events aimed at BME’s

· Increasing BME representation within the workforce

· The commissioning of a report by IDEA on community cohesion in Salford

are indicative of the commitment by the City Council to diversify its workforce and help make Salford a place that people will want to visit, live in, invest and work.

We acknowledge that we still have to take strides to ensure our vision becomes a reality and that we turn policy into practice. Our data gathering procedures need to be more stringent, but processes are now in place to address some of these pressing issues. We are firmly committed to the ‘journey to equality’ and we also acknowledge that equalities is a journey and not a destination. With the assistance of the people of Salford, the employees of the Council, the local strategic partnership, statutory and non statutory organisations and our members we are dedicated to turn our vision of Salford into a reality. 

6.0
Action Plans

Salford City Council has been working towards becoming more inclusive in its approach to Service Delivery and Employment. The Action Plans demonstrate the Council’s commitment to progressing and mainstreaming the equalities agenda and gives timescales for measuring outcomes. Equalities is a journey not a destination and as such Salford is continually reviewing its equality targets and striving towards becoming an employer of choice.

APPENDIX A 1
Corporate Action Plan April 1st 2003-March 31st 2004

	
	Key Task
	Target
	Who
	Measured by
	Level of achievement

	1
	Develop a vision and comprehensive strategy across the strategic partnership

to respond to and value the needs and differences of an increasingly diverse community 
	March 2004
	Cabinet/

Partnership 

board
	· Best practice policies and strategies adopted across all partners

· Existence of a steering group across Salford Partnership

· Increased Participation of people from BME communities

· Improved Services

· Better community Cohesion
	· The Good Practice in Community Involvement Project is a Partners IN Salford initiative to formulate joint consultation. 

· Consultation workshops have been run across the partnership to discuss effective ways of jointly consulting and web based resources are available so that partners can see what consultation is happening and what consultation has happened

· Diversity Leadership Forum was launched in December 2003 the remit of this forum is to bring partners in Salford together to consult with BME groups, to help provide better services and community cohesion. No measurable outcomes to date as the forum is new.



	
	Key Task
	Target
	Who
	Measured by
	Level of achievement

	2
	Achieve level 2 of the equality standard
	March 2004
	Director of Personnel and Performance
	· Standard adopted by all directorates

· Equality impact assessments across directorates

· Equalities officer working group to include more senior officers

· Race Equalities groups established in all directorates

· Systems of self assessment, scrutiny and audit established

· Directorates equalities plans developed
	· Level one of the Equality Standard has been achieved by all directorates and directorates are moving towards level 2

· Whilst the Equalities Officer Working Group membership does not include many officers that report to DSMG (Directorate Senior Management Group), progress towards the Standard is reported bi-monthly to the Equal Ops Forum and Quarterly to Directors Team and Cabinet

· Scrutiny, audit and members to be trained in Equality standard as part of the equalities training strategy due to be rolled out 2004.

· The implementation of the standard means that directorates now have a framework within which to work for equalities issues. 

	3
	Ensure that responding to and valuing the needs and differences of an increasing diverse community is embedded in all performance management systems
	March 2004
	
	
	· Hints and Tips for equalities has been incorporated in the Best Value Handbook

· Corporately working towards ensuring that the ethnic monitoring questionnaire is used when conducting customer satisfaction surveys and reviews. 

· Project team currently engaged in making the customer complaints and comments form more accessible to members of the community who do not have English as their first language.

	4
	Establish a consultation and engagement strategy of BME communities and their representatives
	September 2003- March 2004
	Chief Executive
	Availability of interpretation translation services

Positive images of diverse communities included in all publications

Best Value review of community engagement
	· Language line, Salford Link Project and RAPAR provide translation services for people who have English as their first language. 

· The city Council has carried out a language audit of Council employees to assist with the provision of good customer services to people who do not have English as their first language. 

· A diverse image bank has been created and the new Head of Marketing and Communications has overall responsibility for mainstreaming diverse images into Council Publication.

· Best Value Review of Community Engagement highlighted areas of good practice across the Council. The review was recently inspected by the Audit Commission who have assessed Salford’s Community Engagement process as “Good with promising prospects for improvement” 

	7
	Review the procurement strategy
	March 2004
	Director of Corporate services
	
	· Procurement manager to take up post in July 2004. One of the remits of the post will be looking at equalities issues and their impact on procurement.


APPENDIX A 2
Corporate Action Plan April 1st 2004-March 31st 2005

	
	Key Task
	Target
	Who
	Measured by

	1
	Service delivery and customer care
	
	
	

	
	Ensure that monitoring forms are mainstreamed into service delivery and consultation exercises with community groups
	January 2005
	Directors 
	· Statistical data available on ethnicity of service customers

· Statistical data available on ethnicity of customers consulted

	
	Complete project to ensure that customer complaints and comments forms are accessible to people who do not have English as their first language
	November 2004
	Head of Law and Administration
	· Complaints and comments form on line and accessible, translated into 6 core languages currently in use in Salford

· On line form to be made available so that customers can comment on ease of use of system

	
	Review 6 core languages to ascertain if the languages that Salford currently use for language panels have changed
	January 2005
	Chief Executive 
	· Project completed with necessary data and any changes to six core languages reflected in newly printed leaflets and online communication

	
	Continue impact assessing existing and new policies
	Ongoing
	All directorates
	· Increase in the number of policies impact assessed

· Results of improvements or changes made due to impact assessing policies, functions and procedures

	2
	Employment and training
	
	
	

	
	Developing a procurement strategy that encompasses equalities good practice
	December

2004
	Director of Corporate Services
	· Revised Procurement strategy implemented 

	
	Ensure corporate equalities training is underway
	November 2004
	Director of Personnel and Performance
	· Query SAP system on the number of employees trained

	
	Following data clean up of SAP system (Payroll System) ensure that all training undertaken by members of staff and their ethnicity is accurately recorded 
	September 2004
	Director of Personnel and performance
	· Query SAP system

· Ensure all members of staff are aware of the importance of maintaining the data integrity of the system to assist in resource allocation and setting targets

	
	Increase percentage of the workforce from BME communities
	2005
	Director of Personnel and Performance
	· Number of BME employees

	
	Establish arrangements for an equal pay review
	November 2004
	Director of Personnel and performance
	· Mechanisms for pay review process in place

	
	Encourage applications from people from BME groups 
	Ongoing
	Director of Personnel and Performance
	· Increase of applicants from BME groups

· Increase in attendance at employment events targeted at attracting members of BME communities

	3
	Consultation Community development and Scrutiny
	
	
	

	
	Continue to support the work of the Diversity Leadership Forum and measure outcomes
	ongoing
	Director of Community and Social Services 
	· Outcomes of consultation put into action with identifiable results



	
	Continue to support the Best Practice in Community Involvement Project
	ongoing
	Director of Community and Social Services and Chief Executive
	· Consultation events increased

· More joint consultation across partnership

	
	Achieve Level 2
	August 2005
	Director of Personnel and Performance
	· Achievement of Level 2 of the Equality Standard 


APPENDIX B

Chief Executive Directorate

Personnel and Performance Division

Annual Report into the Race Relations (Amendment) Act 2000

1. Introduction

Much of the work of the Division is covered in the Corporate Annual Report such as the Specific Duties in relation to Employment. 

2. The Structure of the Division


[image: image3.wmf]Performance Development and Improvement

Workforce Planning and Employment

Police and Management Services

Operational Management

Director of Personnel and Performance


	

	


3. Main Functions of the Division

The Division employs 135 people and integrates a number of key functions:

· Personnel strategy and operational support 

· Training and development 

· Supporting the Scrutiny Committees

· Occupational Health & Safety

· Performance Development 

· Trainees

· Equalities

· Recruitment Advertising

The Division has lead corporate responsibility for equal opportunities.  It provides policy development and advice to all Directorates in relation to employment issues and service delivery.

All sections of the Division are actively engaged in delivering the equal opportunities agenda.  For example trainee schemes being more directed at providing employment opportunities for young people and long-term unemployed people make specific arrangements to market opportunities to citizens from groups under-represented in the workforce. 

4. Training

The division currently provides training for staff across the city Council via a series of e-learning packages and other resources. One of the courses that is run by the division is the ‘First Line Certificate in Management’ this includes one day equality and diversity training which looks at the role of the manager in promoting inclusivity and combating harassment bullying and discrimination. The division has also produced an equalities training strategy which is due to be rolled out in October 2004. This will help to provide the foundations for mentoring and positive action programmes. 

Training on es@t (electronic self assessment tool), the electronic version of the Equality Standard for local government has been provided. This has assisted the city Council in achieving level 1 of the Equality Standard. The online system gives officers involved with equalities issues a common framework within which to work.

5.    Recruitment

Salford City Council is actively engaging in trying to recruit people from different BME groups, the directorate is currently targeting community events and jobs fares in an attempt to attract more BME people to the city Council.

The ‘Futureville’ CD which is an interactive tool that uses Sims like characters to demonstrated the varying roles within local authority has proved very popular and also has a skills match module where by participants enter their strengths and jobs within the local authority are recommended.

6.    Impact Assessment Workshops

The performance development team when requested by directorates gives impact assessment training. Information and guidance on impact assessments is also available on the website. 

7.    Consultation

The Division has undertaken consultation over the year in relation to employment issues, the survey was conducted by MORI, and the results from the survey will be available in the coming months. We are currently consulting on the HR strategy a key component of which is equalities training.

In addition to this it has consulted on all its new policies in relation to employment. The majority of this consultation has been done internally with the following groups:

· All Councillors

· Cabinet

· Equal Opportunities Forum

· The Equalities Officer Working Group

· All Directors

· Joint Staff-Side Secretaries

The Division is also actively engaged in the;

· Diversity Leadership Forum

· Best Value Review on Community Engagement

· Good Practice in Community Involvement Project

8.
Public Access to Information and Services

The City Councils website contains all the Council's equality and diversity policies along with useful guidance and other resources. As this is on both the internet and the intranet it is a useful resource for both the Council's staff and the wider public. This site is also a useful forum for consultation as it enables all users to provide feedback.

The publication of leaflets with a contact telephone number if you require information in alternative formats, has meant that there has been an increase in the number of people requesting information in varying formats.

The City Council use various agencies to assist with translation and interpretation requests.

· Language Line

· Salford Link Project

· RAPAR

A corporate language panel is used on all printed publications. This panel is the corporate minimum and Directorates use their own language panels, which exceed this minimum standard. A project is due to begin in October this year to look at the core languages and to identify any changes in the languages other than English being spoken in Salford.

The publication of leaflets with a contact telephone number if you require information in alternative formats, has meant that services are more accessible.

9.
Monitoring of Service Provision

The Division undertakes little service provision to the public other that the recruitment function of the Council.  Monitoring of the recruitment and selection process will be monitored in future. However this data is currently unavailable due to the modifications being made to the current computerised system. (see section 4.4 for additional information)

10.
Equality Impact Assessments

The Division has produced guidance on the Impact Assessment process which has been circulated to all directorates. This guidance has been backed up by workshops to guide people through the process. 

The Division has undertaken Initial Impact Assessments of the following new policies:

· Maternity Guide

· Disability Access Strategy 

· Valuing Diversity in Communications

· Integrated Equal Opportunities Policy

· HR Strategy

These assessments can be obtained from the Equalities Web site at the following address

www.salford.gov.uk/personnelperf/equalities
11.
Complaints over the year

Between 1 April 2003and 31 March 2004 the Division received 2 formal complaints. Of these none were in any way related to race. Unfortunately it is not possible to give breakdown of the ethnic origin of complainants due to these complaints being received by letter. However the customer complaints and comments form is being altered and a new system will be put in place to obtain ethnicity and other monitoring data in the last quarter of 2004.

Personnel and Performance Action Plan 1st April 2004 – 31st March 2005

	
	Key Task
	Target
	Who
	Measured by

	
	
	
	
	

	
	Service delivery and customer care
	
	
	

	
	Continue to provide lead role and resources to meet corporate commitments under RR(A)A 
	Ongoing
	Principal Personnel Officer
	

	
	Provide support for October 2004 deadline of DDA action plans
	Ongoing
	Principal Personnel Officer
	· DDA training delivered - Achieved

	
	Continue to provide support towards achieving level 2 of the Equality Standard
	Ongoing
	Principal Personnel Officer
	· Reports by directorate on progress of in achieving level 2 of the standard

	
	Employment and Training
	
	
	

	
	Engage with school based programmes to increase BME representation in work placements.
	September 2004
	Principal Personnel Officer
	· Increase in work placements for BME

	
	Strategy to address under representation of BME groups at more senior level 
	Ongoing
	
	· Action Plan to be agreed

	
	Explore additional means of recruiting people from BME communities
	Ongoing
	Assistant Director Workforce Planning and Employment
	· Increase in applications and appointments from members of the BME community

	
	Continue to target BME groups to increase recruitment by attending events within BME communities
	Ongoing
	Assistant Director Workforce Planning and Employment
	· Increase in number of recruitment fares attended by the city Council

· Increase in enquires from BME groups about potential employment by the Council

	
	Consultation community development and scrutiny
	
	
	

	
	Integration of equal opportunities into scrutiny process
	ongoing
	Assistant Director Scrutiny Management Support
	· Effectively scrutinise the Equality Standard and scrutinise specific duties under the RR(A)A

	
	Continue to support work of Diversity Leadership Forum
	ongoing
	Director of Personnel and Performance
	· Attendance and support at events by officers from personnel and performance and any subsequent projects that may arise


APPENDIX C

RACE RELATIONS (AMENDMENT) ACT 2000

PROGRESS REPORT FOR YEAR ENDING 31ST MARCH, 2004

DEVELOPMENT SERVICES DIRECTORATE

1. Introduction

It is recognised that Salford City Council has a duty to assess all its policies and services to ensure that they conform to, and are relevant to the promotion of race equality. 

The Development Services Directorate supports the aims and objectives of this legislation and as a consequence has created an action plan that was devised to meet the priorities identified in delivering the requirements of the Act.

The Council has taken the decision that the race Equality Impact Process within the Race Relations (Amendment) Act 2000 should be expanded to cover other equality issues such as gender and disability.

A web tool called the Equality Standard has been established within the Authority and now monitors the provision of services with regard to race, gender and disability. 

The Equality Standard recognises the importance of fair and equal treatment in local government services and employment and has been developed as a tool to enable local authorities to mainstream gender, race and disability into Council policy and practice at all levels.

There are five levels which must be achieved and local authorities will be able to assess their progress based on the following:-

Level 1:
Commitment to a comprehensive equality policy.

Level 2:
Assessment and consultation.

Level 3:
Setting equality objectives and targets.

Level 4:
Information systems and monitoring against targets.

Level 5:
Achieving and reviewing outcomes.

2. Structure and Functions of the Directorate

The Directorate is comprised of four Divisions, each headed by a head of profession who in turn reports to the Deputy Director and Director of Development Services:-

· Business Strategy and Development
This Division is responsible for the strategic direction of the Directorate and supports the other Divisions within the Directorate with issues ranging from Human Resources to Information technology.

· Engineering and Highways

This Division is responsible for the delivery of the Highway Maintenance Programme, the Block 3 Capital allocation, Engineering Design Services, Road Safety, Car Parking and the Direct Labour Organisation.

· Planning

This Division is responsible for Development Control, which is the process concerned with dealing with planning applications, Building Control and Development Planning. Planning are responsible for the development of the Unitary Development Plan (UDP).

The UDP, sometimes known as a Local Plan, is a statutory document that sets out Council policies that will be used to guide development, conservation, regeneration and environmental improvement activity in Salford. 
· Property and Development

This Division is responsible for Property Management and Development. It includes the Council’s operational and investment estates and Architectural and Landscape Design functions within the Directorate - Architectural Design, Building Services Engineering, Landscape Design, Quantity Surveying, Property Maintenance, Strategic Asset Management and Education Asset Management.
3. Training

During the past year, the following training activities have been carried out within Development services.

· Staff requiring the use of the Language Line Service have been trained in its use and other appropriate staff made aware of its existence.

· An email has been sent to all staff drawing attention to equalities issues and the Equalities Website.

· The following table illustrates the number of staff attending training courses within the period. 

	Division
	DDA Management training
	DDA Customer Care
	Accessibility training
	Total

	Planning
	2
	3
	5
	10

	Property
	
	3
	15
	18

	Engineering
	1
	4
	5
	10

	Business S
	
	1
	1
	2

	Total
	3
	11
	26
	40


4. Public Access to Information and Services

· The main Civic Centre Reception and offices, which are visited by customers, use the Language Line service to provide interpretation when a need is identified.

· Leaflets explaining the Development Control (Planning) process have been translated into the six officially recognised languages and are displayed in the leaflet racks within the Civic Centre reception area.

· All planning applications are now held on the Corporate Web site and can be viewed by any customer who has access to the Web.

· A computer has been made available in the main reception area for the use of customers who wish to access services on line.

· Over 12,000 neighbour notification letters were sent out in relation to planning applications during the period with each letter containing information in the six officially recognised languages.

· The Directorate is now 77% e enabled which means that three quarters of its services that can be e enabled are now available electronically. 

5. Monitoring of Service Provision

The Directorate’s approach to ethnic monitoring follows very much the Corporate approach. The need for a more assiduous approach to this matter should again follow corporate guidelines.  Where there are specific service issues these will be picked up as part of the ongoing action plan.

6. Equality Impact Assessments

At a service level the City Council has an adopted Code of Conduct for Elected Members and Officers dealing with Planning Matters (adopted October 2000 and revised in April 2003). The Code states that the City Council is committed to fair, open and transparent decision-making. It will ensure it undertakes its planning duties openly, impartially, with sound judgement and for justifiable reasons and having regard to all interests. In carrying out their planning duties, members and officers shall treat people with respect and shall have regard to and adopt practices set out in the code.

The Planning and Transportation Regulatory Panel has been quality assured (adopted November 2002). The procedure sets out clear roles and responsibilities to ensure the conduct of the Panel in the determination of planning applications follows established good practices and achieve public reassurance of probity and fairness of hearing.

The Best Value review of the Development Control Service (September 2002) has identified, under Customer Relations, the need to improve the accessibility of the service particularly by black and ethnic minorities. The Improvement Plan specifies a range of actions some of which have been achieved.

The Best Value Review of Construction and Design (March 2004) addresses ‘Equality and Accessibility’ and the Service Improvement Plan specifies a range of actions, a number of which have already been achieved. 

An Equality Group has been established within the Directorate and a schedule of equality impact assessments identified.

Achievements to date:-

· Establishment of an equality group within the Directorate to drive through service improvement.

· Achievement of Level 1 of the equality model which relates to a commitment to equality.

· The Directorate has signed up to a project called Tomorrow's Planners and the aim of the project is to increase BME representation within planning departments so that more BME people can take an active role in helping to design the towns and cities they live in.

· Establishment of a high quality web site with viewable plans and information to improve access.

· A loop system is available at the main reception desk and a portable loop system is available for the meeting rooms behind the Civic Centre reception area.

· Electronic doors have been installed to allow access to committee rooms and attend Planning and Transportation Regulatory Panel (The Panel).

· The Panel is quality assured.

· The Language Line facility is now in operation.

· A Translation service is available to assist in the reading/understanding of Council documents.

· Commencement of Equality Impact Assessments on a range of services.

· Translation of the planning guide in the six recognised languages.

· Service standards published.

· Late night opening-Thursday until 7:00pm 

· Duty Officer service provided

· Minicom equipment (Text phone) have been ordered for all service areas requiring this specialised equipment.

· Research is in progress concerning the potential for setting up a Braille/Audio transcription service to improve access for the blind and visually impaired.

7. Complaints 

The Directorate has in place a complaints procedure with an appointed complaints officer, there have been no specific complaints relating to this policy during the last twelve months.

8. Review of the Action Plan

See appendix A for the review of the action plan.

9. Way forward

The equality group has now been in place for eight months. Significant progress has been made with the equality standard tool and the Directorate has now reached level 1 within the target date. There is a firm commitment from the senior management team and a budget has been made available to purchase the necessary equipment.

The priority is to convey the equality message throughout the Directorate and link the equality impact assessments with the quality assurance system to ensure the process is monitored and audited.

Development Services Action Plan 2004/5-Year 2

Objective: To produce and implement the Equality Standard within the Directorate which is both fully compliant with the specific duties and reflects best practice.

	
	Key task
	Target
	Who
	Measured by
	Progress

	1. 
	Roles and responsibilities

· Set roles and responsibilities for implementing the Action plan

· Identify lead / co-ordinating officer within the Directorate to take overall responsibility for the Action Plan

· Communicate roles for  implementation of the Action Plan to Managers / officers (i.e. who will be undertaking the impact assessments)
	Sept 2003

May 02

May 02
	DMG

DMG/Director

DMG
	Minute decision from appropriate DSMG minutes

Officer in post and identified in the Equality Scheme

Reflection of work required in individual, team and Directorate workplans
	Achieved

Achieved

Achieved

	2. 
	Establish baseline for current perceptions of the services the Directorate provides

· Conduct perception survey of the Directorate amongst key stakeholders

· Repeat at end of first 3 year cycle
	October 2003

May 2005
	TCG


	Results of survey in first annual report of the Race Equality Scheme. Outcomes used for setting targets for first annual review of the Race Equality Scheme
	On-going Will be established within  Level 2 of the equality standard.

	3. 
	Establish monitoring systems

· Identify gaps in service provision ethnic monitoring

· Project to establish which are the priority areas for ethnic monitoring 

· Investigate the feasibility of Linking the Quality Assurance system to the equality standard to create a monitoring system for equality impact assessments.
	July 2002

March 03

June 04
	TCG

DSMG

Quality and performance team
	Production of proposals

Project planned and implemented and results published

Quality assurance procedures and auditing.
	Complaints Officer collates records for ethnic related issues.  None received to date.

Projects Achieved

· Implementation of the Equality Standard

· Signed up to Language Line

· Translation service to assist in the reading/ understanding of Council Documents.

· Commencement of Equality Impact Assessments.

· Translation of ‘What is Planning’ publication into 12 languages.

· Analysis of BEM monitoring questionnaires for submitted Planning Applications 

Initial meeting has taken place, see minutes of the equality meetings.

	4. 
	Training staff on the Race Relations (Amendment) Act 2000 and their  duties under this.

· Set up introductory training package for use within teams.

· Set up specialist training packages for staff undertaking action from or conducting monitoring / impact assessments

· Initiation training for key staff within the Directorate


	May 2002

July 2003

Sept 04
	Personnel and Performance to devise, team managers to deliver

Personnel and Performance to devise and Senior Managers and/or training staff within Directorates to deliver

Equality Team
	Training delivered and 30% attendance from Directorate staff each year (90% of all staff trained in the 3 years of the scheme)

80% attendance at training sessions of those identified as undertaking impact assessments. 

Training records maintained by Personnel
	Training Module on Intranet

Stephen Gunn-Russell has undergone training & initiated training within Development Control

The majority of the Equality Group have  had EIA training.

Initial meeting has taken place with the facilitators, key officers need to be identified.

	5. 
	Identify areas for conducting impact assessment from business planning process:

· Identify new policies or those likely to substantially change

· Allocate responsibility for conducting Impact Assessments
	May 02

Oct 03
	DMG / TCG

Equality Group
	New policies and impact assessment projects identified in corporate planning documents 

Improvement Plan progress. Workplans reflecting work needed.
	Best Value Improvement Plans

Officers nominated from all Divisions.  

	6.
	Impact Assessments in Year one
	
	
	
	

	
	Establish Race Equality Core Group

Devise Action plan for Impact Assessments in identified priority areas

Undertake impact assessment in identified priority areas. 


	Sept 03

March 03
	TCG

Race Equality Directorate Group

Race Equality Directorate Group


	Action Plan to be approved and minuted in DMG minutes

Publication of results to agreed standards

Positive feedback from consultees on process.


	Achieved-Commitment obtained for Equality from DMG

Impact assessments identified and schedule produced.

Equality standard level 1 achieved and work books completed.           ..   

Consultation process scheduled for level 2 of equality standard.                                              

	7.
	Impact Assessments in Year Two
	
	
	
	

	
	Devise Action plan for Impact Assessments in identified priority areas

Undertake impact assessment in identified priority areas.

Achieve Level 2 of the Equality Standard
	July 03

March 04

Dec 04
	Equality Core Group

Equality Core Group

Equality Core Group


	Action Plan to be approved and minuted in DMG minutes

Publication of results to agreed standards

Positive feedback from consultees on process.

The equality model and central Personnel
	In progress

In progress

Mile stone document to be produced by mid May 04

	8.
	Impact Assessments in Year Three
	
	
	
	

	
	Devise Action plan for Impact Assessments in identified priority areas

Undertake impact assessment in identified priority areas.


	July 04

March 05
	Equality Core Group

Race Equality Core Group


	Action Plan to be approved and minuted in DMG minutes

Publication of results to agreed standards

Positive feedback from consultees on process.


	

	9.
	Review results at end of year 1 and each subsequent year and look at priorities again for review monitoring and impact assessment:

· Produce summary of results

· Identify new, emerging and changing priorities in policies and functions

· Decide on revised action plan with targets for next year of the scheme amended as appropriate


	May 03

May 04

May 05

May 03

May 04

May 05

May 03

May 04

May 05

May 03

May 04

May 05
	DMG
	Documents produced to agreed standards

Publication of results to meet duties

Reflection of actions in corporate plans for following year

Publication of revised Action Plan in the annual report of the Race Equality Scheme 
	Quarterly meetings arranged with DMG to report on progress, first meeting to take place in June 04

Equality level 1 achieved on target-May 04

In Progress 

Report to Lead Member 27th May 2003



	10.
	Review progress in service improvement at end of 3 years of Race Equality Scheme :


	May 05
	DMG
	Improved customer satisfaction surveys, etc
	

	11.
	Revise current Action Plan and publish second three year Action Plan.

Produce three year report on achievements made during the first three years
	May 05

May 2005
	DMG

Race Equality Core Group


	Publication of three year Action plan

Publication of three year report
	


APPENDIX D

Community & Social Services Directorate Annual Report into Progress on the Race Relations (Amendment) Act 2000

1. Introduction

Our policies and functions were assessed for the first time, under the Race Relations (Amendment) Act, in March 2002.  Each business unit was involved and the results were formulated into a report and action plan.  Given the size and complexity of the Community & Social Services Directorate this was a difficult task and we were under no illusions that further work would be needed over a number of years.
2. The Structure of the Directorate

Community & Social Services is organised into five Divisions:

· Children's Services

· Adult Commissioning

· Care Services (until April 2004)

· Community Services

· Performance & Customer Care

Employing almost 2000 people we are directly involved in the provision and commissioning of personal social services and community development, in its broadest sense, across the City.

A number of services are integrated with Health Services and managed under a partnership arrangement:

· Joint Learning Difficulty Service (Salford PCT)

· Mental Health Services (Bolton, Salford & Trafford MHT)

· Intermediate Care Services (Salford PCT)

· Community Occupational Therapy, Equipment & Wheelchair  Services (Salford PCT)

· Drug and Alcohol Services (Salford PCT)

A number of services are also provided through partnership arrangements with the Voluntary Sector, for example:

· The Princess Royal Trust Carers Centre

· 3 Children’s Homes 

3. Main Functions of the Directorate

Our vision is to:

'Improve the life chances and promote the independence of the citizens and communities of Salford'
The very nature of ensuring that the needs of vulnerable individuals and families are met within balanced and sustainable communities means that the Directorate has a wide range of functions.

As well as providing a social work service to adults, older people, children and families in the community and hospital settings the Directorate provides and purchases a wide range of residential & nursing care, day care and domiciliary services.  We also provide various specialist services such as Welfare Rights and Debt Advice.  The Directorate also oversees Community Strategy.  
4. Training and Appraisal 
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People who may be disadvantaged by appraisal

The guidance received from the Commission for Racial Equality on how the Council should monitor this part of the Act refers to the use of marks or ratings in appraisal systems.

The Council’s appraisal system is focused on achievement of targets in its business plans and does not use a marking or rating system. However, the system does include a mechanism for registering where agreement was not reached and given that staff who are unhappy with the outcome of their appraisal would be able to raise a grievance, then any staff who suffered a detriment as a result of performance assessment would be included in figures relating to grievance.

As a result of this process, the future use of rating in appraisal to meet the monitoring requirement will now be reviewed.

Percentage of staff nominated for and attending training by ethnicity
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People who are nominated for and attend training

The Council’s monitoring information shows overall numbers of staff who were nominated for training and the actual numbers of those who received training.

The Council provides both formal training, i.e. practical skills that employees need to help them do their job and “aspirational” training for individual development. 

As a result of this year’s analysis, much progress has been made in establishing an effective recording system which will bring together all training records and support more detailed analysis in the future.

This development will also enable formal training and “aspirational” training to be cross referenced with the appraisal system.

                 Percentage of staff IT trained by ethnicity
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Anti-Discriminatory Practice Policy training has continued.  Six courses are run during the year, lasting two and a half days.  The courses are targeted at staff in direct contact with the public and service users and are attended by 20 staff at each session.  At least two one-day briefings for Managers are held during the year. 

Each Team has the CD ROM for Race Relations (Amendment) Act training and a book entitled 'Faces of Britain' for reference.

Every member of staff has a copy of an A4 poster on promoting race equality under the Act.

5. Consultation

Our approach is tailored to the needs of the Directorate and its separate business units and workplaces.  Information sharing, consultation and participation in all aspects of service provision and planning is based on the Working Together Strategy for the Involvement of Users and Carers and is an in-built part of the Directorate's ethos. 

Whilst consultation is an on-going activity feedback from specific meetings also informs the business plans and impact assessments.  Examples of such meetings include:

· Best Value Review of Community Engagement

· Meetings with Salford Link Project

· Meetings with the Yemeni Community

· Race Relations (Amendment) Act Implementation Group

· Black & Minority Ethnic Staff Support Group

· The Salford Diversity Leadership Forum

6. Public Access to Information and Services

We have a contract (joint with Salford Primary Care Trust) for Salford Link Project to provide an interpretation and translation service which can be requested, free of charge, by Salford residents or Community & Social Services staff.  

Our leaflets carry a standard language panel indicating that people can have the leaflet explained to them in their own language by contacting Salford Link Project.  Salford Link Project also provides information, advice and advocacy at their centre and in people's own homes.

We have an Urdu / Punjabi Welfare Rights Line.

Leaflets can be translated or provided on audiotape on request.

Each reception point has LIPS, a Language Identification system and Language Line is also available if needed.

During 2003 / 04 we have:

· Started to develop stronger links with BME communities and organisations.  This has included:

· helped to set up and approved funding for Give us a Break (BME Women)

· worked with Salford Link project on producing a business plan for the organisation

· worked with the Yemeni Community Development Action Group to find premises for their Arabic classes and for their other activities

· set up the Salford Diversity Leadership Forum

· set up the Building the Future Together in Eccles Forum

· Worked on the action points from impact assessments, for example recruitment & retention of BME and male staff; information and awareness raising (public, BME communities, staff)

· Provided information to enable the Rest Centres to provide culturally appropriate services during a major incident

· Worked with staff and families to produce a checklist and ensure that the service provided at Waterside Resource Unit is culturally appropriate

· Provided culturally appropriate Home Care to people from BME communities through Salford Link Project

· Started work with 5 people with learning difficulties and their families, from a range of diverse backgrounds, using Person Centred Planning.  The information gathered and lessons learned from this are being used to develop a reference tool

· the wall calendar has been produced giving the important dates of all the major religions and including pictures of people from different backgrounds

· the Directory of Services for BME communities is in the process of being updated and will include contact details for each City Council Directorate

· work has begun on the action points arising from the research into the views of South Asian communities in Salford in relation to Health & Social Care Services

In 2004 / 05 we plan to:

· Employ a Social Cohesion Co-ordinator, a joint post with Housing Services, to work across the Local Strategic Partnership

· Produce a leaflet about what Social Services does in a number of languages

· Update and improve the Directory of Services for BME Communities

· Consider producing a month to a page diversity calendar as well as the wall calendar

· Promote the BME Staff Support Group by producing a leaflet

· Revise the racist incident poster and issue to all staff

· Further improve staff and service user monitoring

· Develop the Salford Diversity Leadership Forum

· Develop the Building the Future Together Forum in Eccles Forum

· Improve the reporting of racist incidents

We have not recorded requests for translation and interpretation, mainly because people are directed to Salford Link Project via leaflets.  Monitoring information provided by Salford Link Project is attached at Appendix 3. 

7. Monitoring of Service Provision

In March 2003 the recording of the ethnicity of those receiving an assessment for services was 65% overall in terms of Services for Adults and Older People and 80% in relation to Children and Families.  By 31st March 2004 this had risen to 79% for Adults and Older people and 90% for Children and Families Services. The ethnicity of all current service users as at 31st March 2004 is known in 74% of cases and is shown at Appendix 4.  

Teams have guidelines for ethnic monitoring and information to give to service users about why we monitor ethnicity.  Following discussions regarding the categories used and these were amended slightly in July 2003.
Ethnic monitoring and service provision are regular items on the agenda of the Race Relations (Amendment) Act Implementation Group. 

Services for BME communities also feature frequently in Feedback, the staff newsletter.  One of the categories for the Social Care Awards is ‘Responding to Diversity’.

8. Equality Impact Assessments

The Impact Assessment process was undertaken by identifying the key business functions of the Directorate, each of which produces its own business plan.  The existing management structures are used to identify issues and initiate change.

In 2003/04 the following Initial Impact Assessments were completed or finalised:

· Community Occupational Therapy Service

· Hospital Social Work

· Community Drugs Service

· Child Protection

These were highlighted in the Race Equality Scheme having been prioritised by the business units during the assessment of their policies and functions.

The impact assessments were undertaken by visiting the Principal Managers directly involved with the service area being considered.

Issues and themes from Initial Impact Assessment Process included:

· Improve partnership working to make sure people get the services they need

· Develop networks with BME communities

· Make cultural awareness training available on an informal basis

The Best Value review of community engagement highlighted the need for base-line information on BME communities (population, locations, organisations, who is working with them, gaps etc) and the need to strengthen the BME voluntary sector.  The final report made a number of recommendations to strengthen Community Committees and improve local working, mainstream Community Action Plans and improve the links between the Community Strategy and the Local Strategic Partnership.

9. Complaints over the Year

We have not monitored complaints by gender or ethnicity to date, however the pilot of the electronic complaints procedure did include this information.  From April 2004 we will be asking complainants for details of their ethnicity, religion and whether or not they are disabled.  

10. Review of the 2002 /03 Action Plan

· Statistics are becoming available regarding the ethnicity of staff and racist incidents

· Various means of encouraging applications from BME communities have been used – attending job fares, visiting / having stands at events organised by BME organisations

· The BME Staff Support Group has continued to be supported

· The Anti-Discriminatory Practice training continues and is also now tailored to specific staff groups / teams when appropriate

· A leaflet explaining what Social Services does has been produced in 4 languages and distributed via the Mosque, Salford link Project and various other organisations

· Ethnic monitoring of service users has improved – but not to the target level 

· The Interpretation & Translation contract is in the process of being reviewed following the consideration of Salford Link Project’s business plan

· We have achieved Level One of the Equality Standard for Local Government and are well on the way to achieving Level 2

· The Salford Diversity Leadership has been set up to increase the involvement of BME communities in the decision-making process across the Local Strategic Partnership

· A Building the Future Together in Eccles Forum has been set up

Review of the 2003/04 Action Plan

	
	Key Task
	Target
	Who
	Measured by
	Progress

	S

T

A

F

F

I

N

G
	Staff Monitoring - produce base-line statistics in terms of:

· Ethnicity

· Grade

· Service area

· Grievance & Disciplinary procedures

· Access to training

· Racist incidents
	June 2003 and on-going
	Personnel Services
	Statistics produced
	Statistics available on ethnicity and racist incidents.  Not all staff have responded to the corporate survey 

	
	Employ more BME staff:

· Focussed campaign to encourage BME applications for all posts not just specialist or bi-lingual posts

· Involve BME users and carers in interviews
	June 2003 onwards
	Personnel Services

Interview Panels
	Details of campaign and report on results

Number of interviews involving BME users & carers on panel


	Variety of media used – more use of BME papers, visits to schools and community organisations, attendance at job fairs

Records not available

	
	Support for BME staff:

· Continue support and development of BME Staff Support Group
	On-going
	DMG
	Dates of meetings and report to DMG
	Monthly meeting of staff support group, articles in Feedback and quarterly meeting with Director

	
	Staff awareness:

· Continue Anti-Discriminatory Practice Policy training

· Ensure staff have the necessary information and skills to undertake assessment and care provision
	On-going

July 2003 onwards
	Training Section

RRAAIG
	Dates for training sessions and report on outcomes

Details of information / training provided
	In addition to general courses some have been run for specific staff teams.  Work also undertaken with establishments e.g. Waterside.

Booklet, directory and other information provided

	S

E

R

V

I

C

E

S
	Public awareness:

· Targeted information for BME communities re what we do

· Review distribution of information to BME communities

· Investigate possibility of information on the Internet being available in other languages


	Dec 2003 onwards

Dec 2003

Dec 2003
	Information & Publicity Unit
	Copy of information produced

Distribution list

Details of action taken
	Leaflet about Social Services produced in 4 languages and distributed via teams and community organisations e.g. Mosque & Salford Link.

Comments and complaints information available in languages other than English on the website

	
	Reduce barriers to take-up of services:

· Review Interpretation & Translation contract with Salford Link Project

· Consider how we can work with BME voluntary organisations to contact people who would not seek help

· Continue to improve ethnic monitoring – target 90%

· Review assessment & eligibility criteria to ensure they do not discriminate against BME communities

· Start process of obtaining CLS Quality Mark for all reception points
	June 2003

June 2003

Sept 2003

On-going
	Salford PCT/ PO Policy & Publicity

Salford Local Strategic Partnership

RRAAIG / Social Work Teams

Assistant Directors 

Modernisation Manager
	Copy of new Service Agreement

Details of action taken

Copy of statistics

Details of reviews undertaken

Quality Mark obtained
	Work on-going – business plan drawn up and service review underway.

Some work done e.g. leaflet, visiting organisations.  The Salford Diversity Leadership Forum and the Eccles Building the Future Together will continue this work.

Ethnic monitoring now have ethnicity details on assessment of 79% in Adult / Older People and 90% in Children’s Services. 

Not yet achieved.

	
	Increase range and availability of integrated and specialist services:

· Determine what services we can provide and what we need to commission

· Use a range of tools to develop culturally sensitive services – initially Home Care and Day Care Services

· Incorporate explicit references to services for BME communities in Commissioning Strategies

· Review contracts with all private & voluntary providers to incorporate provision / consideration of BME communities

· Consider ways of stimulating the number of BME voluntary & private care providers


	Sept 2003

Sept 2003 and on-going

Sept 2003

April 2004

Nov 2003
	Deputy and Assistant Directors

Deputy & Assistant Director

Assistant Directors

Contracts

RRAAIG / Assistant Directors
	List of services considered

Details of tools used and services developed

Copy of Commissioning Strategies

Details of contracts reviewed

Details of action taken
	Day Care and Home Care can be provided in-house but commissioned where appropriate.

Services developed for individuals with a Learning Disability using Person Centred Planning.  Culturally sensitive Day Care (Learning Disability) provided, Home Care and Day Care purchased.

Commissioning Strategies completed.  Also incorporated in Hints & Tips for Best Value Reviews

Being incorporated as contracts are renewed

Some work done with Salford Link Project but this area of work needs to be expanded



	
	Implement the Race Relations (Amendment) Act:

· Continue to undertake Impact Assessments

· Achieve Level 1 and 2 of the Equality Standard for Local Government

· Monitor complaints by ethnicity
	On-going

March 2004
	RRAAIG

Assistant Director
	Copies of Impact Assessments

Evidence file

Annual report
	Copies of Impact Assessments included in this report.

Evidence File set up.

To start in 2004

	C

O

M

M

U

N

I

T

Y
	Increase involvement of BME communities in consultation and decision-making process:

· Review information & local contacts

· Produce details of ethnic characteristics of each service delivery area 
	June 2003

July 2003
	Assistant Director
	Copy of reports

Copy of report
	Salford Diversity Leadership Forum set up – reports available.



	E

N

G

A

G

E

M

E

N

T
	Encourage representation on committees and working parties:

· Establish links with agencies working with refugees and asylum seekers

· Consider co-opting a representative from the BME community on to the Health & Social Care Scrutiny Committee


	June 2003

Sept 2003
	Assistant Director

DMG
	Details of links made

Details of action taken
	Links being established through Asylum Seeker Team and Salford Diversity Leadership Forum.

Not yet achieved

	I

M

P

A

C

T


	Care Services:

· Initial Impact Assessment on Resource Units
	
	Deputy Director
	
	To be arranged

	A

S

S

E

S

S

M

E

N

T

S
	Adult Commissioning:

Initial Impact Assessments on: 

· Mental Health Team:

· Social Work

· Community Support

· Supported Housing

· Day Care

· Community Occupational Therapy Service

· Hospital Social Work
	
	Assistant Director 
	
	To be arranged

Copy attached

Copy attached

	Y

E

A

R


	Children’s Services:

Initial Impact Assessments on: 

· Children & Families Social Work

· Children’s Homes


	
	Assistant Director
	
	To be arranged

	2
	Community Services:

· Full Impact Assessment on Community Action Plan


	
	Assistant Director
	
	Incorporated within Best Value Review of Community Engagement

	
	Joint Learning Difficulty Service:

· Full Impact Assessment on Person Centred Planning


	
	Head of Service
	
	Valuing Diversity Task Group continuing this work.  

	I

M

P

A

C

T

	Care Services:

Initial Impact Assessments on: 

· Residential Care

· Dispersed Housing


	
	Deputy Director
	
	

	A

S

S

E

S

S

M

E

N

T

S
	Adult Commissioning:

Initial Impact Assessments on: 

· Physical Disability Service

· Sensory Disability Service

· Contracts
	
	Assistant Director
	
	

	Y

E

A

R


	Children’s Services:

Initial Impact Assessments on:

· Hospital Social Work

· Fostering & Adoption

· Childhood Disability


	
	Assistant Director
	
	

	3
	Community Services:

· Initial Impact Assessment on Welfare Rights & Debt Advice


	
	Assistant Director
	
	


11. The Way Ahead - Year 3

The Action Plan has been developed under three headings:

Staffing:

· Improving staff monitoring

· Staff recruitment & retention (BME & male)

· Developing role of BME Staff Support Group

· Staff awareness

Services:
· Information for the public (targeted information for BME    communities) and for service users

· Reduce barriers to take-up of services

· Increase range and availability of services

Community Engagement:
· Increase involvement of BME communities in decision-making process

· Encourage representation on committees and working parties


Appendix 1


Year 3 Action Plan:  2004/05

	
	Key Task
	Target
	Who
	Measured by
	Progress

	S

T

A

F

F

I

N

G
	Staff Monitoring - produce base-line statistics in terms of:

· Grade

· Service area

· Grievance & Disciplinary procedures

· Access to training

Improve recording of Racist Incidents
	On-going

April 2005
	Personnel Services

PO Policy & Publicity
	Statistics produced

Increased reporting 
	

	
	Employ more BME staff:

· Focussed campaign to encourage BME applications for all posts not just specialist or bi-lingual posts

· Involve BME users and carers in interviews
	On-going
	Personnel Services

Interview Panels
	Details of campaign and report on results

Number of interviews involving BME users & carers on panel
	

	
	Support for BME staff:

· Continue support and develop BME Staff Support Group

· Raise staff awareness of group
	On-going
	DMG
	Dates of meetings and report to DMG

Copy of leaflet, articles in Feedback
	

	
	Staff awareness:

· Continue Anti-Discriminatory Practice Policy training

· Ensure staff have the necessary information and skills to undertake assessment and care provision
	On-going

On-going
	Training Section

Directorate Overview Group Race & Equalities 
	Dates for training sessions and report on outcomes

Details of information / training provided
	

	S

E

R

V

I

C

E

S
	Public awareness:

· Targeted information for BME communities re what we do, including production of a general leaflet in a number of languages

· Determine what information on the Internet should be available in other languages


	On-going

Dec 2004
	Information & Publicity Unit

Information & Publicity Unit
	Copy of information produced

Details of action taken
	

	
	Reduce barriers to take-up of services:

· Draw up new Interpretation & Translation contract with Salford Link Project

· Work with BME voluntary organisations to contact people who would not seek help

· Continue to improve ethnic monitoring – target 90%

· Review assessment & eligibility criteria to ensure they do not discriminate against BME communities

· Obtain CLS Quality Mark for all reception points
	August 2004

On-going

Sept 2004

On-going

On-going
	Salford PCT/ PO Policy & Publicity

Salford Local Strategic Partnership

Social Work Teams

Assistant Directors 


	Copy of new contract

Details of action taken

Copy of statistics

Details of reviews undertaken

Quality Mark obtained
	

	
	Increase range and availability of integrated and specialist services:

· Broaden the range of services we can provide appropriately

· Use a range of tools to develop culturally sensitive services – Day Care for Older People and 

· Incorporate explicit references to services for BME communities in Commissioning Strategies

· Review contracts with all private & voluntary providers to incorporate provision / consideration of BME communities

· Stimulate the number of BME voluntary & private care providers


	April 2005

Dec 2004 and on-going

On-going

April 2005

Dec 2004 & on-going
	Deputy and Assistant Directors

Deputy & Assistant Director

Assistant Directors

Contracts

Directorate Overview Group / Assistant Directors
	List of services considered

Details of tools used and services developed

Copy of Commissioning Strategies

Details of contracts reviewed

Details of action taken
	

	
	Implement the Race Relations (Amendment) Act:

· Continue to undertake Impact Assessments

· Achieve Level 2 of the Equality Standard for Local Government

· Monitor complaints by ethnicity 
	On-going

March 2005
	Directorate Overview Group Race & Equalities

DMG

Assistant Director
	Copies of Impact Assessments

Evidence file

Annual report
	

	C

O

M

M

U

N

I

T

Y
	Increase involvement of BME communities in consultation and decision-making process:

· Employ Social Cohesion manager

· Develop the Salford Diversity Forum
	June 2004

Dec 2004
	Assistant Director
	Copy of reports

Copy of report
	

	E

N

G

A

G

E

M

E

N

T
	Encourage representation on committees and working parties:

· Develop links with agencies working with refugees and asylum seekers

· Consider co-opting a representative from the BME community on to the Health & Social Care Scrutiny Committee


	Sept 2004

Sept 2004
	Assistant Director

DMG
	Details of links made

Details of action taken
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M

P

A

C

T

A

S

S

E

S

S

M

E

N

T

S
	Adult Commissioning:

Initial Impact Assessments on: 

· Mental Health Team:

· Social Work

· Community Support

· Supported Housing

· Day Care

· Initial Impact Assessment on Resource Units
	
	Assistant Director 
	
	

	Y

E

A

R


	Children’s Services:

Initial Impact Assessments on: 

· Children & Families Social Work

· Children’s Homes


	
	Assistant Director
	
	

	3
	Community Services:

· Full Impact Assessment on Community Action Plan


	
	Assistant Director
	
	

	
	Joint Learning Difficulty Service:

· Full Impact Assessment on Person Centred Planning


	
	Head of Service
	
	

	I

M

P

A

C

T

	Care Services:

Initial Impact Assessments on: 

· Residential Care

· Dispersed Housing


	
	Deputy Director
	
	

	A

S

S

E

S

S

M

E

N

T

S
	Adult Commissioning:

Initial Impact Assessments on: 

· Physical Disability Service

· Sensory Disability Service

· Contracts
	
	Assistant Director
	
	

	Y

E

A

R


	Children’s Services:

Initial Impact Assessments on:

· Hospital Social Work

· Fostering & Adoption

· Childhood Disability


	
	Assistant Director
	
	

	4
	Community Services:

· Initial Impact Assessment on Welfare Rights & Debt Advice
	
	Assistant Director
	
	


Appendix 2 
Initial Equality Impact Assessments:
Community Occupational Therapy Service
	Directorate
	C&SSD and Salford PCT
	Section: Adult Commissioning
	Person responsible for the assessment: Lynn Dixon


	

	Name of the Policy to be assessed 
	Comm. Occupational Therapy & Equipment Service
	Date of Assessment
	9.9.03
	Is this a new or existing policy
	Existing

	1. Briefly describe the aims, objectives and purpose of the policy
	Promote independence by provision assessment, equipment and adaptations

	2. Are there any associated objectives of the policy, please explain
	Help people live independently at home.  Provide practical support for carers.  Facilitate hospital discharge

	3. Who is intended to benefit from the policy and in what way
	People of all ages, living in Salford, with a disability

	4. What outcomes are wanted from this policy?
	Improved / increased independence.  Maintain / support people living at home.  Improved quality of life

	5. What factors/forces could contribute/detract from the outcomes?
	Financial & staffing resources.  Individuals own choices & motivation to be independent / follow advice etc.  Deterioration in health / disability

	6. Who are the main stakeholders in relation to the policy
	Individual & carer(s),  staff in Health & Social Services
	7. Who implements the policy and who is responsible for the policy?
	All staff implement it.  Anne Williams & Edna Robinson are responsible

	8. Are there concerns that the policy could have a differential impact on racial groups. 
	Y
	
	The service itself wouldn’t have a differential impact but access may be affected by communication difficulties and cultural awareness of staff.  BME communities may not be aware of the services available



	What existing evidence (either presumed or otherwise) do you have for this?
	

	9. Are there concerns that the policy could have a differential impact due to gender
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	There is no evidence that this is the case.  The service relates to the assessed need and is not affected by / based on gender

	10. Are there concerns that the policy could have a differential impact due disability
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	The opposite is the case.  The service works on a social inclusion model.  The service is for disabled people.

	11. Are there concerns that the policy could have a differential impact on people due to sexual orientation
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	Sexual orientation is not part of the assessment.  A service is provided for people with HIV / AIDS 

	12. Are there concerns that the policy could have a differential impact on people due to their age
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	The Team covers all age groups and the service is provided on the basis of needs due to disability 

	13. Are there concerns that the policy could have a differential impact on people due to their religious belief
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	Staff arrange visits to suit people e.g. prayer times.  Any different requirements based on religion / culture in the provision of equipment / adaptations are worked round – find the best solution

	14. Are there concerns that the policy could have a differential impact on people due to them having dependants/caring responsibilities
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	Service is holistic.  Promote the well-being and independence of the carer and cared-for when assessing and providing the service

	15. Are there concerns that the policy could have a differential impact on people due to their offending past


	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	May send 2 staff if the individual is known to be violent but the service is provided to all disabled people.  Currently investigating servoice provision within a prison

	16. Are there concerns that the policy could have a differential impact on people due to them being transgendered or transsexual


	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	Have provided a service to a transgendered individual

	17. Could the differential impact identified in 8-16 amount to there being the potential for adverse impact in this policy
	YES
	
	Marginally in terms of access - awareness / language / culture but the actual service (equipment & adaptations) doesn’t exclude anyone – it is dependent on the individuals disability



	18. Can this adverse impact be justified on the grounds of promoting equality of opportunity for one group? Or any other reason
	
	NO
	Please explain for each equality heading (question 8-16) on a separate piece of paper

	19. Should the policy proceed to a partial impact assessment
	
	NO
	20. If Yes, is there enough evidence to proceed to a full EIA
	
	NO

	
	
	
	21. Date on which Partial or Full impact assessment to be completed by
	


Signed (completing officer)_______________________________
Signed (Lead Officer) _________________________________________

Action

1. Informal training to be arranged re cultural awareness

    2.  Work with the Information & Publicity Unit re public awareness
Initial Equality Impact Assessments:
Hospital Social Work

	Directorate
	C&SSD
	Section: Adult Commissioning 
	Person responsible for the assessment: Chris Entwistle


	

	Name of the Policy to be assessed 
	Hospital Social Work
	Date of Assessment
	2.10.03.
	Is this a new or existing policy
	Existing

	1. Briefly describe the aims, objectives and purpose of the policy
	To provide Social Care services to meet the assessed needs of people in Salford, taking due account of age, ethnic origin, disability etc.

	2. Are there any associated objectives of the policy, please explain
	Elimination of discrimination, valuing diversity.  

Enable people to return to their own homes, from hospital, by accessing appropriate care e.g. residential care, domiciliary care, equipment.

Promote independence.

	3. Who is intended to benefit from the policy and in what way
	Any hospital in-patient,  out-patient and A&E; all ages

	4. What outcomes are wanted from this policy?
	To ensure that people’s assessed needs are being met appropriately and service is timely, before leaving hospital. Safe discharge to the community.  People are more independent.

	5. What factors/forces could contribute/detract from the outcomes?
	Staffing levels.  Resources e.g. availability of packages of care, nursing homes etc (capacity as well as finance). Good multi-disciplinary working.

	6. Who are the main stakeholders in relation to the policy
	Users & Carers, Hospital SW Team, Health staff, Housing, Independent providers
	7. Who implements the policy and who is responsible for the policy?
	Anne Williams is responsible, all staff implement

	8. Are there concerns that the policy could have a differential impact on racial groups. 
	Y
	
	Low referrals to Social Work Team



	What existing evidence (either presumed or otherwise) do you have for this?
	Research into views of South Asians.

Difficult finding culturally appropriate services

	9. Are there concerns that the policy could have a differential impact due to gender
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	People are referred regardless of gender

	10. Are there concerns that the policy could have a differential impact due disability
	Y
	
	Referral and assessment are fine but it is difficult to find care packages for young disabled people and BME communities.

	What existing evidence (either presumed or otherwise) do you have for this?
	Most services are for older people

	11. Are there concerns that the policy could have a differential impact on people due to sexual orientation
	
	N
	Assessment is provided to everyone and includes consideration of particular / special needs for individual circumstances

	What existing evidence (either presumed or otherwise) do you have for this?
	Provide services to people with HIV / AIDS

	12. Are there concerns that the policy could have a differential impact on people due to their age
	Y
	
	There are concerns that even with NSF for Older People there are still some areas of the hospital where people do not get referred to the SW Team at all so miss getting a service

	What existing evidence (either presumed or otherwise) do you have for this?
	Most services are provided to older people

	13. Are there concerns that the policy could have a differential impact on people due to their religious belief
	Y
	
	Assessment has no differential impact.  Staff are fully aware and take religion & culture into account.  Arranging services is the main problem

	What existing evidence (either presumed or otherwise) do you have for this?
	There is no intermediate care for the Jewish or Muslim communities therefore they do not have the same opportunity to improve their independence

	14. Are there concerns that the policy could have a differential impact on people due to them having dependants/caring responsibilities
	
	N
	Staff are very good at taking account of Carers needs through the Carers Assessment

	What existing evidence (either presumed or otherwise) do you have for this?
	

	15. Are there concerns that the policy could have a differential impact on people due to their offending past
	Y
	
	Assessment is fine but finding services is very narrowed down

	What existing evidence (either presumed or otherwise) do you have for this?
	Can be difficult to get resources for people coming through A&E who are just out of prison or on probation

	16. Are there concerns that the policy could have a differential impact on people due to them being transgendered or transsexual
	
	N
	Only one case.  Dealt with sensitively.  Probably got more support because staff trying to make sure they got it right

	What existing evidence (either presumed or otherwise) do you have for this?
	

	17. Could the differential impact identified in 8-16 amount to there being the potential for adverse impact in this policy
	YES
	
	

	18. Can this adverse impact be justified on the grounds of promoting equality of opportunity for one group? Or any other reason
	
	NO
	Please explain for each equality heading (question 8-16) on a separate piece of paper

	19. Should the policy proceed to a partial impact assessment
	
	NO
	20. If Yes, is there enough evidence to proceed to a full EIA
	
	NO

	
	
	
	21. Date on which Partial or Full impact assessment to be completed by
	


Signed (completing officer)_______________________________
Signed (Lead Officer) _________________________________________

Main issues are lack of referrals from Health staff and lack of services for certain groups.

Action Points:

1. Work with NSF for Older people Improvement Group, joint with Salford Royal Hospital Trust, to ensure older people get the services they need

2. Take forward the action points from the research into the views of South Asians and the Team’s Business Plan:

(i) Undertake awareness raising with health staff

(ii) Try to obtain resources for young disabled people by working with the Disability Team

(iii) Try to obtain resources for intermediate care for people from BME communities

3. Support the new Intensive Home Care Team being developed to help people get back their level of independence

NB:  There are no disabled parking spaces for staff
Initial Equality Impact Assessments: Salford Drug Service

	Directorate
	C&SSD / BSTMHT
	Section: N/A
	Person responsible for the assessment: 


	Richard Rodgers

	Name of the Policy to be assessed 
	Salford Drug Service
	Date of Assessment
	4.9.03.
	Is this a new or existing policy
	Existing

	1. Briefly describe the aims, objectives and purpose of the policy
	To reduce the harm to individuals and the community caused by drug use

	2. Are there any associated objectives of the policy, please explain
	The promotion of good physical & mental health of individuals.

Improve community safety by reducing offending.

Improve public health / reduce incidence of HIV.

	3. Who is intended to benefit from the policy and in what way
	Individual drug users in terms of harm reduction & safer injecting.

The Wider Community through a reduction in offending, increased community safety & public health.

	4. What outcomes are wanted from this policy?
	Reduction in illicit drug use.

Reduction in offending

Reduction in blood borne viruses (BBV) e.g. HIV

	5. What factors/forces could contribute/detract from the outcomes?
	Ability to recruit & retain staff that are appropriately experienced & qualified.  The contribution of other agencies e.g. close working with Police, Probation & Primary Heath Care Workers

	6. Who are the main stakeholders in relation to the policy
	Drug Users & their Carers, staff, partner agencies – Police, Probation, GPs, C&SSD, Psychiatry & Maternity Services
	7. Who implements the policy and who is responsible for the policy?
	Richard Rodgers & Drug Service staff implement.  Lesley Boswell and Anne Williams responsible.

	8. Are there concerns that the policy could have a differential impact on racial groups. 
	Y
	
	Low take up of services.  Waterloo project is successful / attracts BME users due to it’s location (border of Manchester) rather than the service it provides.



	What existing evidence (either presumed or otherwise) do you have for this?
	Although do have asylum seekers coming forward not sure that other sections of the BME community are coming forward.  Assume Salford has a similar pattern of drug usage to Manchester but take up is lower.

	9. Are there concerns that the policy could have a differential impact due to gender
	Y
	
	Women under-represented in all drug services generally.  Salford not much different.

	What existing evidence (either presumed or otherwise) do you have for this?
	Research & anecdotal evidence indicates that women don’t approach services because they fear their children will be taken into care.

	10. Are there concerns that the policy could have a differential impact due disability
	
	N
	All GPs have a Linkworker so they can refer disabled people to the service.  Staff can see people at the surgery or any other location.  Have bases throughout City so access is good

	What existing evidence (either presumed or otherwise) do you have for this?
	King Street has been refurbished in accordance with DDA (awaiting permission for ramp)

	11. Are there concerns that the policy could have a differential impact on people due to sexual orientation
	
	N
	Not aware of any adverse impact.  If individual is struggling with their sexuality it will become apparent in keyworking.  Service provides safe sex leaflets & issues condoms (including ones appropriate for anal sex).

	What existing evidence (either presumed or otherwise) do you have for this?
	Other service users may fear BBV but there is little contact between service users unless they attend group sessions.

	12. Are there concerns that the policy could have a differential impact on people due to their age
	
	N
	There is a semi-independent young persons service.  There is no top age limit but the oldest service users are around 50 due to mortality rates

	What existing evidence (either presumed or otherwise) do you have for this?
	

	13. Are there concerns that the policy could have a differential impact on people due to their religious belief
	Y
	
	Possibly, due to elders denying there is a problem e.g. Jewish & Muslim communities.  May stop people coming forward.  Most people approach services covertly.

	What existing evidence (either presumed or otherwise) do you have for this?
	Majority of service users are non-religious.  Outreach work and Link workers in GPs surgeries are the main ways of enabling people to access services

	14. Are there concerns that the policy could have a differential impact on people due to them having dependants/caring responsibilities
	Y
	
	Do have late opening (for workers, carers etc) & crèche facilities.  Reception points are accessible & have toys.

	What existing evidence (either presumed or otherwise) do you have for this?
	Most people do not approach services due to fear of statutory involvement – children will be removed.

	15. Are there concerns that the policy could have a differential impact on people due to their offending past
	
	N
	Users are usually also offenders because they are taking illicit drugs.  People fund their habit through offending so if the service discriminated against them there would be no service

	What existing evidence (either presumed or otherwise) do you have for this?
	Also work very closely with Probation.

	16. Are there concerns that the policy could have a differential impact on people due to them being transgendered or transsexual
	
	N
	Services are provided on an individual basis so people have a Key worker & don’t have to attend sessions with other service users if they don’t wish to / will be seen in a mutually convenient place.

	What existing evidence (either presumed or otherwise) do you have for this?
	

	17. Could the differential impact identified in 8-16 amount to there being the potential for adverse impact in this policy
	YES
	
	

	18. Can this adverse impact be justified on the grounds of promoting equality of opportunity for one group? Or any other reason
	
	NO
	Please explain for each equality heading (question 8-16) on a separate piece of paper

NB:  Trust & C&SSD have Diversity Policies.  All staff undertake training. Service has users from all sections of the community e.g. asylum seekers, gay men, women & specific groups for different users therefore the service is very flexible

	19. Should the policy proceed to a partial impact assessment
	
	NO
	20. If Yes, is there enough evidence to proceed to a full EIA
	
	NO

	
	
	
	21. Date on which Partial or Full impact assessment to be completed by
	


Signed (completing officer)_______________________________
Signed (Lead Officer) 

Action Plan
1. Research around diversity is being undertaken by Lifeline – when complete will consider possible action

2. Further develop the women’s service – set up a service users group to provide feedback on what would make them more likely to use services

3. A new Social Worker post has just been appointed for drug using parents – the role will be developed to work with the Children & Families Social Work Teams and may do brief interventions to allay fears.  Will consider producing a leaflet on what information will and won’t be shared, child care etc. 

4. Develop the role of the Drug Liaison Midwife to encourage women to access treatment.

5. Continue to find ways of ‘losing’ the statutory image of the service.

Initial Equality Impact Assessments:  Child Protection and Review Service

	Directorate
	Community & Social Services
	Section: Child Protection & Reviewing Unit
	Person responsible for the assessment: Andy Hampson


	

	Name of the Policy to be assessed 
	Child Protection & Review Service
	Date of Assessment
	10.7.03.
	Is this a new or existing policy
	Existing

	1. Briefly describe the aims, objectives and purpose of the policy
	To keep children & young people safe

	2. Are there any associated objectives of the policy, please explain
	PAF Indicators e.g. reduction in re-registrations, % of reviews held on time, number of children on the register per 1000 population

	3. Who is intended to benefit from the policy and in what way
	Children – protected from harm

Helping keep families together

Helping parents become better parents

	4. What outcomes are wanted from this policy?
	Less children experience significant harm

	5. What factors/forces could contribute/detract from the outcomes?


	Not all risks are definable.  Not all children at risk are identified early enough.  Methods of intervention are not successful with all families.  Struggle to recruit sufficient experienced Social Workers to provide a service

	6. Who are the main stakeholders in relation to the policy
	Agencies represented on the Child Protection Committee, staff providing services,  children
	7. Who implements the policy and who is responsible for the policy?
	Area Child Protection Committee has overall responsibility.  Implementation through collaboration (Social Workers, Health Visitors, Police, Education)

	8. Are there concerns that the policy could have a differential impact on racial groups. 
	Y
	
	Main access tool is Children in Need system which takes into account difference in child rearing practices.  Some lack of knowledge, reluctance to intervene in potentially abusive situations because may be seen as not understanding culture / what is / isn’t acceptable in different cultures

. 

	What existing evidence (either presumed or otherwise) do you have for this?
	Evidence nationally that some BME communities are reluctant to engage with Child Protection system.  Had experience of that locally.  No evidence that BME over-represented – under-represented & under-protected

	9. Are there concerns that the policy could have a differential impact due to gender
	
	N
	More boys on register than girls but this is to be expected nationally (Salford similar to national picture)

	What existing evidence (either presumed or otherwise) do you have for this?
	

	10. Are there concerns that the policy could have a differential impact due disability
	Y
	
	Parents with Learning Difficulties are discriminated against by Child Protection services.  Abuse of Disabled children can go undetected due to difficulty communicating what is happening

	What existing evidence (either presumed or otherwise) do you have for this?
	National evidence

	11. Are there concerns that the policy could have a differential impact on people due to sexual orientation
	
	N
	

	What existing evidence (either presumed or otherwise) do you have for this?
	

	12. Are there concerns that the policy could have a differential impact on people due to their age
	
	N
	Children Act applies to children up to the age of 18.  Fewer older children on children protection register

	What existing evidence (either presumed or otherwise) do you have for this?
	

	13. Are there concerns that the policy could have a differential impact on people due to their religious belief
	Y
	
	More problems in relation to religion than race.  Reluctance to engage.  Tensions in adherence to child protection & child rearing practices in some religions e.g. not allowed to play out

	What existing evidence (either presumed or otherwise) do you have for this?
	Some evidence of greater use of / belief in physical chastisement in some faiths

	14. Are there concerns that the policy could have a differential impact on people due to them having dependants/caring responsibilities
	Y
	
	Child Carers could be an issue but no evidence.  More likely an under-estimate of harm to child carers

	What existing evidence (either presumed or otherwise) do you have for this?
	Nationally – concerns that physically disabled parents may be discriminated against but none so far nationally

	15. Are there concerns that the policy could have a differential impact on people due to their offending past
	Y
	
	Parent / Carer who has offended; domestic violence; ASB  (an indicator of child abuse) – all have differential impact & intentional because of possible risk to child of people with offending history

	What existing evidence (either presumed or otherwise) do you have for this?
	

	16. Are there concerns that the policy could have a differential impact on people due to them being transgendered or transsexual
	
	N
	Not come across in Salford, no evidence

	What existing evidence (either presumed or otherwise) do you have for this?
	

	17. Could the differential impact identified in 8-16 amount to there being the potential for adverse impact in this policy
	YES
	
	Main concern is some children less well protected than others because communication difficulties or access (communities deal with rather than approach statutory sector).  Culture relativism – what is boundary between acceptable way of doing things and what constitutes abuse



	18. Can this adverse impact be justified on the grounds of promoting equality of opportunity for one group? Or any other reason
	
	NO
	Please explain for each equality heading (question 8-16) on a separate piece of paper

But potential discrimination against paedophiles and offenders is justified

	19. Should the policy proceed to a partial impact assessment
	
	NO
	20. If Yes, is there enough evidence to proceed to a full EIA
	
	NO

	
	
	
	21. Date on which Partial or Full impact assessment to be completed by
	


Signed (completing officer)_______________________________
Signed (Lead Officer) 

Action Plan
Communication Difficulties & Access  
· Continue to ensure have effective arrangements to access interpreters 

· Area Child Protection Committee (ACPC) recognises some BME communities not easily reached & is taking  initiatives to address this e.g.  posters & information leaflets in different languages;  representative from Jewish community on ACPC;  plan more visits to groups to establish links with key people from different BME communities

Cultural Relativism & Other Issues  

· Addressed by ACPC training attended by all Social Workers 

Appendix 3 -Interpretation Requests 2002/03 and 2003/04

	Language
	Primary 

Care

2002/03
	Secondary 

Care

2002/03
	Total

2002/

03
	Primary

Care

2003/04
	Secondary

Care

2003/04
	Total

2003/04

	Farsi
	457
	137
	594
	338
	179
	517

	Kurdish
	501
	90
	591
	413
	66
	479

	Urdu
	208
	354
	562
	221
	412
	633

	Arabic
	337
	144
	481
	342
	162
	504

	Czech
	217
	95
	312
	265
	118
	383

	Albanian
	165
	126
	291
	235
	85
	320

	Bengali
	112
	153
	265
	121
	193
	314

	Russian
	143
	9
	152
	208
	42
	250

	Polish
	106
	17
	123
	94
	29
	123

	French
	65
	40
	105
	329
	91
	420

	Somali
	57
	33
	90
	150
	41
	191

	Cantonese
	40
	49
	89
	163
	105
	268

	Romanian
	69
	6
	75
	47
	15
	62

	Gujerati
	5
	42
	47
	5
	30
	35

	Pushto
	32
	4
	36
	65
	15
	80

	Tamil
	29
	6
	35
	60
	13
	73

	Tigrian
	35
	-
	35
	72
	13
	85

	Turkish
	27
	7
	34
	223
	52
	275

	Punjabi
	31
	-
	31
	-
	-
	-

	Lingala
	22
	1
	23
	24
	2
	26

	Portugese
	14
	7
	21
	75
	14
	89

	Spanish
	11
	6
	17
	33
	34
	67

	Thai
	15
	1
	16
	-
	4
	4

	Serb
	3
	11
	14
	30
	19
	49

	Italian
	7
	1
	8
	-
	-
	-

	German
	4
	1
	5
	18
	11
	29

	Swahili
	4
	-
	4
	18
	4
	22

	Vietnamese
	-
	2
	2
	5
	7
	12

	Malay
	-
	2
	2
	-
	2
	2

	Kongo
	2
	-
	2
	-
	-
	-

	Eritrian
	-
	-
	-
	2
	-
	2

	Bosnian
	-
	-
	-
	-
	7
	7

	Others
	29
	-
	29
	4
	27
	31

	
	
	
	
	
	
	

	Total (32 languages)
	2747
	1344
	4091
	3560
	1792
	5352


Appendix 4:  Ethnicity of Current Service Users as at 31st march 2004

	Person’s Ethnicity
	Number of People
	Percentage



	White British
	3017
	65.74

	Unknown
	1181
	25.74

	White Irish
	106
	2.31

	Jewish
	98
	2.14

	White English
	97
	2.11

	Other White Background
	35
	0.76

	Any Other Ethnic Group
	8
	0.17

	Asian / Asian British - Pakistani
	6
	0.13

	Black / Black British – African
	6
	0.13

	Black / Black British – Caribbean
	6
	0.13

	White Scottish
	6
	0.13

	Asian / Asian British – Indian
	4
	0.09

	Asian / Asian British – Any Other Asian Background
	3
	0.07

	Mixed – Other Mixed Background
	3
	0.07

	Mixed – White & Black African
	3
	0.07

	Mixed – White & Black Caribbean
	3
	0.07

	Arabic
	2
	0.04

	Asian / Asian British – Bangladeshi
	2
	0.04

	Refused
	2
	0.04

	White Welsh
	1
	0.02

	Total Individuals
	4589
	


1.35% of all service users are from non-white backgrounds.  The BME population of Salford is 3.87%, therefore we are providing services to a much smaller percentage of the BME population than should be expected. 

APPENDIX E

STRATEGY AND REGENERATION DIVISION

CHIEF EXECUTIVE DIRECTORATE

ANNUAL REPORT INTO PROGRESS ON THE RACE RELATIONS (AMENDMENT) ACT 2000 - 2003/2004

1.   
Introduction

The Race Relations (Amendment) Act 2000 places new duties on public authorities to eliminate unlawful racial discrimination, promote equality of opportunity and promote good relations between people of different racial groups. The City Council is committed to work with its partners in Salford to achieve these aims.

This report provides a detailed explanation of how the Strategy and Regeneration Division has performed in relation to the duties placed on the Council by the Race Relations (Amendment) Act 2000.

Appended to the report are details of the Division’s progress on the Race Equality Action Plan 2003/04 and the division’s Race Equality Action Plan for 2004/05. 

2.   
The Structure of the Directorate

The Strategy and Regeneration Division forms part of the Chief Executive Directorate.  The division is headed by Charles Green as Director of Strategy and Regeneration, and is made up of the following sections:

· Strategy and Resources

· 
Economic Development

· 
Community Safety

· 
Executive Services 

· Housing Strategy

The divisional senior management structure changed in April 2003, to incorporate Housing Strategy within the Strategy & Regeneration Division. Both the Head of Regeneration and Head of Housing are responsible for the operational management of service delivery.  The divisional senior management structure is shown below:-


3.  
Main Functions of the Directorate

The main functions of the division are :-

· Driving and supporting the Community Plan and Pledges

	Pledges


	Community Plan Themes

	· Pledge 1- Improving Health In Salford

· Pledge 2- Reducing Crime In Salford

· Pledge 3- Encouraging Learning, Leisure And Creativity In Salford

· Pledge 4- Investing In Young People In Salford

· Pledge 5 – Promoting Inclusion In Salford

· Pledge 6- Creating Prosperity In Salford

· Pledge 7- Enhancing Life In Salford
	· A Healthy City

· A Safe City

· A Learning And Creative

· A City Where Children And Young People Are Valued

· An Inclusive City With Stronger

· Communities

· An Economically Prosperous City

· A City That Is Good To Live In


The Division has responsibility for corporate strategy and policy, regeneration, resource procurement, European funding, economic development, community safety, crime reduction, New Deal for Communities, National Lottery and provision of a high level policy support service to the Chief Executive, Leader and Deputy Leader of the City Council.  The Division also has responsibility for establishing and maintaining effective relationships with Government Offices, partners and agencies at local, regional and national levels.  

4.  
Training

The Strategy and Regeneration Division is committed to training staff on the Race Relations (Amendment) Act 2000 as well as training on equalities in general.  

Within the Community Safety Unit (CSU) 18 members of staff have undertaken Diversity training in May 2003 and a number have also completed Race relations Amendment Act training via e- learning. Staff from Executive Services have also completed the e- learning modules.

All 21 front line staff in Seedley and Langworthy have undertaken equalities training, either as part of the Salford City Council’s training in Jan 2003, or E-learning modules on the Salford City Council intranet. All staff (5) within the Local Strategic Partnership have also undertaken e- learning training modules.

Two members of staff from Strategy and Resources attended Impact Assessment Training. Staff within the Division have identified the need for further Equalities Impact Assessment Training in 2004/5. 

Further training is needed for staff on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000, as well as training on equalities in general, and further training is also required as a refresher following on from the Impact Assessment training carried out in 2002/3.  A detailed training plan will be developed and implementation will begin this year.

5. Consultation

The division’s approach to consultation has improved over the year and is now much more focussed with initiatives such as the Social Inclusion Forum and Good Practice in Community Involvement Project bringing together people and agencies in Salford to improve inclusion in policy development in the city.

A paper on the relationship between Salford RAPAR and the NDC was produced in March 2004. This identified good working relationships and co-operation between the NDC and RAPAR on projects.  This has included summer fun, representation of asylum seekers and refugees on the CHAP board and on number of the specific health projects.  The paper identified the need for a stepped change so that partners such as RAPAR can pro-actively influence issues concerning diversity and inclusion in the Partnership’s governance and operation. The NDC, as part of its Improvement Plan, is looking at how this can be achieved.

The Community Network has been developed under the auspices of the Council for Voluntary Service, using Community Empowerment Funds from the Neighbourhood Renewal Unit.  In Salford the network focuses on five priority groups, including black and minority ethnic groups, refugees, asylum seekers and faith communities. Work is progressing to establish representative groups of these communities who can be engaged in consultation and participation exercises.  This work is actively supported by the Social Inclusion Co-ordinator amongst others, and provides a starting point for consultation on policy development. The Community Network is undergoing a review of its work and structures, which may lead to a change in priorities in 2004/5.

The Social Inclusion Forum (SIF) has been developed over the last year to enable agencies from across the Salford Partnership to engage with representatives of communities about issues of mutual concern. Within the forum there is representation from black and minority ethnic communities, refugee and asylum seeker communities and faith communities (which include BME members), who are able to express views and influence developments. The SIF has established good links with the Jewish community in 2003/4 and will develop the engagement of Jewish people in Salford in the forthcoming year. The SIF uses methods of working which aim to enable people from all sectors to play an equal role and encourage participants to take information back to their communities.

A Community Cohesion Co-ordinator has been appointed, funded by SRB 5.  Their role is to promote community cohesion in action and appropriate policy changes.  There are a number of other posts funded by SRB 5 that promote the engagement or development of services for BME citizens, including: Welfare Rights – Asian Link Workers, CABs Jewish Communities Advice and the Refugee and Asylum Seekers Community Development Project.

The Salford Partnership ‘Good Practice in Community Involvement’ Project aims to simplify and reduce consultations carried out with Salford residents and service users and promote their involvement in decision-making.  The Good practice Project has a team of 3.5 people in post and developing the programme. The project was formally launched on the 23rd April 2004. The team have been collating a wide range of local and national good practice, which is accessible through the web resource.

Training programmes for staff and other within the community and voluntary sector have been delivered and over 100 people have received this training to develop skills in involvement. Tailored training has also been delivered to specific groups including the Community Network.

A consultation workers network has been developed which meets regularly to improve the exchange of good practice and to update on relevant initiatives.

The Community Safety Unit has carried out consultation with the Race- Hate Crime Forum, the Disability Forum and the LGBT (Lesbian, Gay, Bi-, Trans-gender) Forum regarding the best method for reporting hate crime. Feedback gained was fed into the development of the Hate Crime Reporting Initiative.

The Salford Diversity Forum brings people from BME communities and leaders from key agencies together to identify issues that are of concern to the communities.

Economic Development hasn’t undertaken any major consultations exercises in the last year, but recognises that there are several key areas requiring consultation in the coming year. The Economic Development Forum as been identified as one mechanism by which we can effectively consult with our key partners. The section is in the process of adopting a new client management system to record all forms of enquires, and the monitoring requirements of equalities has been integrated within the systems development.  Planned activities for the section also include the sending out of questionnaires to all recipients of grants to ensure that they understand the Council’s commitment to Equalities.

6.  
Public Access to Information and Services

The division has been signed up to the services of Language Line, an interpreting and translation service since December 2002.  This will provide an improved service to Salford residents who do not speak English.  The Language Line service is accessible from all of the offices within the division, including; NDC Team, SRB 5 Team, Strategy and Resources Section, Children’s Fund Team, Salford Partnership, Economic development and so on.  

Staff in the Community Safety Unit have been trained in the use of Language Line.  The Neighbourhood Liaison Workers have found the service useful in engaging with the communities they serve. The Community Safety Unit’s induction process for new members of staff includes Language Line training.

All documents, strategies or leaflets produced by the division should include a statement in other languages. The division is committed to providing a summary document in any translation if requested, as well as audio, Braille or large print versions of documents.  If translation of a full document is required, it will be considered on request.   

The NDC team have had a summary leaflet translated into different languages, including Albanian, Arabic, Farsi, French and Kurdish.  The leaflet explained what NDC is, what work is going on in the area and how to get involved. The NDC is currently looking to pilot a leaflet that welcomes new refugees and asylum seekers in the NDC.  The leaflet will be produced in the five most common languages spoken by refugees and asylum seekers and will give important information on where to find help and advice on health, crime, education benefits and employment. The intention is to place the leaflets in the welcome packs currently being produced by NPHL and in place of community access and activity.


Presentations are being delivered to each Community Committee, setting the strategic context for a number of initiatives.  The presentation demonstrates the linkages between the implementation of the Community Plan and the potential impact in priority neighbourhoods of the Neighbourhood Renewal Strategy.  It also relates these to the Salford Partnership and the delivery structures established to ensure a cohesive approach at all levels.     

The CSU has recently published Neighbourhood Wardens information that is available in 9 different languages. The Crime and Disorder Strategy includes a tear-off strip that gives the option for the strategy to be made available in 12 languages, Braille, large print and audio.

The LSP is developing links with the Salford Link project to provide translation services at specific events.

The Executive Services section is working to mainstream equality issues by involving the Council’s Equality Officer to build understanding and increase competence on equality issues. The section is involving colleagues corporately in updating leaflets distributed to the public to ensure that they accessible to all. This includes being made available in several languages.

7.  
Monitoring of Service Provision

SRB 5 – To date information collected on the number of BME groups benefiting from the SRB 5 Programme has not been comprehensive. The NDC now has the ability through the new system K to implement monitoring, and projects are being advised of the need to supply information. 

NDC - To date information collected on the number of BME groups benefiting from the NDC Programme has not been comprehensive.  There are plans to improve the systems for collating this information to enable a full year to be monitored in 2003/04.  

European Funding – All projects receiving ERDF or ESF funding collect a range of information, including ethnic origin, on a beneficiary registration form.  This information is held by the individual project managers and is not collated by the Strategy and Resources Section.  For ESF purposes this detailed information is reported to Government Office for the North West.

The Community Safety Unit provides a service to witnesses, offering them support throughout court cases.  As part of the development of this service, a database has been set up in 2003/04 to manage client information.  The information includes the facility to record self-assessed ethnicity and this information will be monitored as the service is developed.  Part of this development will be outreach to make the service more available to Black and Minority Ethnic (BME) groups.

The CSU administers some funding aimed at improving security to small retailing businesses that have experienced crime and vandalism.  The funds are targeted at vulnerable businesses.  In 2003/04, of the 7 schemes that were awarded a grant, 5 of them included businesses run by people from BME communities.

The Jobshop Plus service is delivered by the Employment Regeneration Partnership on a contracted basis and monitoring of service users is undertaken to comply with legislation.

8.  
Equality Impact Assessments

The Neighbourhood Renewal Strategy was Equality Impact assessed in June 2003.

Within the division a number of policies have been identified which will require Equality Impact Assessments in 2004/5, these are outlined below :-

· Crime and Disorder Reduction Strategy

· Community Plan review

· Employment Plan

· Central Salford Prospectus

· Social Inclusion Framework 

A number of strategies have been produced over the year for which Equality Impact 

Assessments were not carried out due to resource issues. The list of strategies has been reviewed for the forthcoming year and Impact Assessments will need to be built into sections work plans as appropriate. Training will be required for new staff and refresher courses may also be required.

Executive Services has made contact with Corporate Services and requested a review of whether the Council’s Policy Framework, policies and strategies adequately reflect requirements on equality issues. 

In the future Equality Impact Assessments will play a valuable role in the formulation of new policy, or when considering changes in existing policy.  They will become an integral part of policy development across the division.   

9. 
Complaints over the year

Executive Services is responsible for dealing with complaints addressed to the Chief Executive, Leader and Deputy Leader of the City Council.  The vast majority of complaints relate to the services provided by other City Council Directorates.  These are either referred to the appropriate City Council Directorate, under the complaints procedure, in order for a response to be prepared, or investigated by the Unit. Complaints are also processed on behalf of the Leader and Deputy Leader. The Executive Services Working Group has involved the Council’s Equality officer to ensure that the complaints procedure picks up requirements on equality issues such as languages, accessibility of leaflets and monitoring of ethnicity. 

None of the complaints received during this period were considered to relate to racial incidents.

The Community Safety Unit will be developing a system to monitor the increasing number of complaints received within the Unit, and will ensure that the number of complaints relating to racial incidents is recorded. 

10. Review of the Action Plan

Outlined in Appendix 1 is the Division’s progress on the Race Equality Action Plan 
2003/04.  

11. The Way ahead, Year 3

Outlined in Appendix 2 is the Division’s Race Equality Action Plan for 2004/05.  

Charles Green

Director of Strategy and Regeneration

STRATEGY AND REGENERATION RACE EQUALITY ACTION PLAN 2003/4 PROGRESS

STRATEGY AND RESOURCES

	
	KEY TASK
	TARGET
	WHO
	ACHIEVED
	NOT ACHIEVED



	1.
	Monitor progress of the equalities action plan on a quarterly basis and report to the Director.
	Quarterly 
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson
	The progress of the equalities action plan has been monitored on an ad-hoc basis.  Monitoring has concentrated on the actions required to achieve Level 1 of the Equality Standard for Local Government.
	

	2.
	Achieve level 1 and 2 standard of the Equality Standard for Local Government
	March 2004
	Ruth Fairhurst 
	 Level 1 of the Equality Standard for Local Government achieved.  
	Level 2 of the Equality Standard for Local Government is yet to be achieved.  A detailed equalities action plan to be prepared for 2004/05, incorporating the directorate actions outlined in Salford City Council’s Corporate Equalities Plan.     

	3.
	To ensure that equality impact assessments are undertaken for each policy identified by the section.
	Ongoing 
	Cath Inchbold

Stuart Kitchen

Owen Topping 

Gordon Dickson 
	The Strategy and Resources Section has made a commitment to implement equality impact assessments for Global Grants and Awards for All Lottery Grants.
	Work on the Equality Impact Assessments has not yet started.  The completion of equality impact assessments is to incorporated into the work plans for Global Grants and Awards for All Lottery Grants, to ensure that time is allocated for them to be completed in 2004/05.  

	4
	To ensure that consultation takes place on equality impact assessments.   
	Ongoing 
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson 
	
	Equality Impact assessments have not been undertaken this year.

	5
	To ensure that regeneration programmes continue to monitor the number of BME people and groups benefiting.
	Quarterly 
	Sue Ford

Ilona Snow- Miller


	Quarterly monitoring of BME communities accessing services for SRB 5
	Seedley and Langworthy- no systems are currently set up. Will review in 2004/5 to assess how monitoring could be done and how information would be used to inform delivery. 

	6.
	To set up systems for collating numbers of BME people and groups benefiting from European/NDC funded projects.
	September 2003
	Dee Carroll

Alison Burnett
	Quarterly monitoring of BME people and groups accessing and benefiting from services provided by EU funded projects.

An NDC system is in place to monitor BME people and groups.
	

	7.
	Monitor and report on the numbers of BME people and groups benefiting from European/NDC funded projects.
	March 2004 and Quarterly there after
	Dee Carroll

Alison Burnett
	Quarterly monitoring of EU funded projects. A system has been set up to monitor groups and people benefiting from NDC projects.
	

	8
	By the end of the year a mechanism will be set up to use monitoring data to allow us to inform future project and programme development in the context of census and other data for Salford.
	March 2004
	Strategy and Regeneration Equalities Working Group (SREWG)
	
	Not achieved due to programme management team not being in place until Dec 03 and the installation of a new IT system.

	9
	Salford Partnership to promote the engagement of BME groups, including through the Community Network.
	Ongoing 
	Sheila Murtagh 
	A progress report on Diversity and Cohesion issues was considered by the LSP in March 04.

Establishment of the Diversity Forum.

A report has been commissioned by the LSP to create a baseline for community cohesion in Salford. 

Community Network has 3 representatives on the LSP, one of whom works with Afro- Caribbean young people.

Community Network are progressing initiatives to improve engagement in their work, with priorities including engagement of BME groups and Refugees and Asylum Seekers.
	Processes to monitor engagement of BME groups not yet set up. Funding has been secured for a Community Cohesion Manager post who will be responsible for developing the system.

	10
	To set up the systems to promote good practice in community involvement across the Salford Partnership.
	Ongoing
	Sheila Murtagh 
	The Good Practice In Community Engagement project has been set up and was launched in April 04.

A training project has been set up to improve skills and knowledge of organisations responsible for community engagement- over 100 people have undertaken training.

Tailored training has been delivered to specific organisations including the CEN Organisers.

A Web resource has been developed to improve co-ordination of community involvement and to offer a range of tools and methodologies and to share best practice.
	

	11
	To continue to monitor the Salford Partnership Capacity Releasing Action Plan for BME communities.
	Quarterly 
	Dizy Martin and Capacity Releasing Steering Group
	
	Action plan and responsibility for work passed to Steve Thompson C &SS who has responsibility for BME engagement- This role now taken on by Tom McDonald

	12
	Contribute to production of  Corporate Information Strategy which ensures information about BME groups is collated and communicated widely
	March 2004
	Lucy Walker
	Reports are produced on request. A report was produced for Social Services on the sources of BME data.
	No specific strategy is in place for collating and communicating BME data.

	13
	Request all partnerships to review their roles and membership and ensure that BME communities have an appropriate role.   
	March 2004
	Sheila Murtagh 
	The LSP has indorsed the principle of community engagement framework.
	A mechanism has not yet been developed to facilitate partners to adopt the framework.

	14
	Review Race Relations (Amendment) Act 2000 with respect to partnerships that the City Council is involved in, in line with guidance.  
	March 2004
	Sheila Murtagh 
	A Community Cohesion officer has been appointed and will progress this action further through involvement with all partners.
	This action has not been met this year due to issues of staff time and resources.

	15
	Begin to incorporate the principles of the Race Relations (Amendment) Act 2000 into the commissioning process.  
	March 2004
	Ruth Fairhurst 
	The principles are beginning to be embedded in business and service planning. 
	The Division carries out very little commissioning, however the principles will continue to be incorporated into business and service planning.

	16
	A summary of all published information to be available in alternative formats and languages on request and the take up of this monitored.
	Ongoing


	Everyone
	The Strategy and Resources Section has published the 

Social Inclusion- Information pack published with information in minority languages inviting requests for translation.
	

	17
	Publications for the public to be written in plain English.
	Ongoing
	Everyone
	Social Inclusion- The Information Pack written in plain English. 

Community Plan and supporting documents and the Neighbourhood Renewal Strategy and written in plain English.
	There is currently no system for independent evaluation of documents to determine whether or not they are in plain English.

	18
	Continue to use, promote and monitor the use of Language Line
	Ongoing
	SREWG
	Language Line is promoted and training provided for staff in Community Safety Unit.
	Monitoring procedures need to be developed.

	19
	Develop a detailed staff training plan on equality issues and the Race Relations (Amendment) Act 2000.
	March 2004
	Cath Inchbold 

Stuart Kitchen 

Owen Topping

Gordon Dickson 
	To be raised at Section Heads meeting on May 4th 2004. 
	Not achieved in 2003/4.

	20
	Promote consultation with and the involvement of BME groups in providing activities, decision making at all levels in regeneration areas.
	Ongoing
	Ilona Snow- Miller 

Alison Burnett
	Seedley and Langworthy regeneration scheme use SALi to deliver consultation. Consultation has taken place for a number of projects and activities including Friends of Chimney Pot park planning event. The NDC Community Involvement Team has as ongoing brief to consult with BME groups. A good relationship has been established with RAPAR.
	

	21
	Circulate Valuing Diversity in Communication document to all existing staff and promote its implementation.
	June 2003 and Ongoing
	SREWG
	Circulated to all staff in Strategy and Regeneration and housing April 04. The document has also been published on Salford City Council’s website at www.salford.gov.uk/Council/corporate/equality/epresources/eqguidance.
	

	22
	Include the Valuing Diversity in Communication document in Induction Packs.  
	
	Val Armstrong

Stacey Davis
	Development of Induction Pack is still ongoing.
	Valuing Diversity document not yet included in the Induction Pack as the pack is still being developed.


COMMUNITY SAFETY 2003/04

	
	Key task


	Target
	Who
	Achieved
	Not achieved

	1.
	To develop an effective third party reporting network for hate crimes, which will allow BME complainants to access services more readily.
	To establish 10 additional centres by April 2003
	Hate Crime Officer (HCO) and partner agencies
	Multi agency Reporting Forms developed.
	Target not met 

	2.
	Achieve a target increase for numbers of hate crime reports
	Each agency to achieve increase in reports by 03/05 (aim = 30% inc)
	HCO with partner agencies
	Ongoing
	

	3. 
	Implement the Hate Crime Initiative project.
	Range of reporting methods, prevention and support services in place.
	HCO with partner agencies
	Planning for publicity campaign for hate crime reporting completed.
	Additional reporting methods to be implemented in 2004.


* SUBJECT TO INTERNAL WORK PROGRAMMING

EQUALITY ACTION PLAN 2003/04 - ECONOMIC DEVELOPMENT

	
	KEY TASK
	TARGET
	WHO
	Achieved
	Not achieved



	Leadership and commitment

	1
	Monitor progress of the equalities action plan on a quarterly basis and report to the Director.
	
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson
	The progress of the equalities action plan has been monitored on an ad-hoc basis.  Monitoring has concentrated on the actions required to achieve Level 1 of the Equality Standard for Local Government.
	

	2
	Achieve level 1 and 2 standard of the Equality Standard for Local Government
	March 2004
	Ruth Fairhurst 
	 Level 1 of the Equality Standard for Local Government achieved.  
	Level 2 of the Equality Standard for Local Government is yet to be achieved.  A detailed equalities action plan to be prepared for 2004/05, incorporating the directorate actions outlined in Salford City Council’s Corporate Equalities Plan.     

	Policy, Practice and procedure

	3
	To ensure that equality impact assessments are undertaken for each theme of the ED Strategy, including target setting where appropriate.
	March 04
	All
	One member of staff received impact assessment training.
	Training required for all staff

	4
	Undertake consultation within service /users
	On going
	All
	Some consultation undertaken for individual projects i.e. Business Survey and ED Strategy.
	

	5
	Increase awareness of partners in relation to Equality Issues. 
	Jan 04
	SK/LS
	Discussions taken place with individual partners. Where services are subcontracted out partners are expected to collect and monitor equalities issues.
	

	6
	Incorporation of Race Equalities Action Plan
	Nov 03
	EK/EC
	Equalities and Race Equalities plans merged.
	More work required.

	7
	Develop a detailed staff training plan on equality issues and the Race Relations (Amendment) Act 2000.


	March 2004
	Cath Inchbold 

Stuart Kitchen 

Owen Topping

Gordon Dickson 
	To be raised at Section Heads meeting on May 4th 2004. 
	Not achieved in 2003/4.

	Service delivery

	8
	Development of action plan by Advice and Guidance Task Group (Sub group of Employability Steering Group) will encompass tackling issues of widening participation of those most distanced from the Labour Market.


	January 2004
	 Emily Kynes
	
	Mechanism for delivering this is under discussion with the wider partnership.

	9
	Employability Steering Group to undertake an evaluation of service usage by BME clients
	January 

2004
	Emily Kynes
	
	Funding not secured by end of April 04.  



	10
	Review of Job Shops Plus to be undertaken including more targeted focus on engaging those most distanced from the labour market. 
	December 2004
	Emily Kynes
	Draft brief written and agreed by partners. 
	

	11
	Employability as per the Community Plan, to increase the employment rates of disabled people, lone parents, ethnic minorities and those aged over 55 years


	Ongoing
	Emily Kynes
	LPSA target to engage 300+ unemployed clients from target groups into sustained employment by March 2005. So far 41 achieved.
	

	12
	Business Security Grants - Equal opportunities survey form to go out with all application forms, monitoring reports of all beneficiaries.

Analysis of client access / take up in quarterly reports.
	Ongoing
	Pamela McCann
	Partially achieved in that survey form redesigned to incorporate BME categories for monitoring purposes. Quarterly returns are designed to  monitor equality issues.
	Need to send first batch of survey out.



	13
	Employment Charter – to ensure that the Charter fulfils its obligations around equal opportunities, particularly around i) the employment of BME residents, and

ii) uptake by BME Businesses.
	Ongoing
	Emily Kynes
	Monitoring of all beneficiaries.  Analysis of client access / Charter take up in quarterly reports.

Close working with Jobshops to ensure that PSA clients can access Charter support.
	

	14
	Employment Plan 

To undertake an impact assessment and feed results into 2003-4 Action Plan


	October 2003
	Emily Kynes
	
	Staff require impact assessment training . 

	15
	Monitor all Expanding Boundaries applications in terms of equal opportunities.
	Ongoing
	Pamela McCann
	All applications monitored in terms of Equal opportunities.  Ongoing monitoring supplied as part of schemes monitoring system on quarterly basis.
	

	16
	Review of Business Survey to ensure it incorporates Equal Opportunity policies.


	Ongoing
	Pamela McCann
	Review of Business Survey remit. Baseline results available.
	Full analysis of data required.

	17
	Installation and adoption of new CRM system - Link Track to enable monitoring of Equal Opportunity issues. 
	Ongoing
	Pamela McCann


	Parameters of system to monitor race and equalities issues agreed and written into specification. 
	System expected to be up and running in April 04. Monitoring of analysis of client access to be reported on quarterly basis.

	18
	Marketing  - Monitoring all publicity literature.  Ensure all have the acknowledgement of being available in other languages and Braille.  
	Ongoing
	ED Marketing Group
	Existing Publicity and marketing material has been reviewed, and when new literature is designed it promotes the availability of the Language Services Line.
	


EXECUTIVE SERVICES

	
	KEY TASK
	TARGET
	WHO
	ACHIEVED
	NOT ACHIEVED

	
	LEADERSHIP AND COMMITMENT
	
	
	
	

	1.
	To provide ongoing support to the Leader and Deputy Leader of the Council, and the Chief Executive, involving advice on race issues and ensuring that the Leader/Deputy Leader are in a position to raise member awareness as appropriate.
	Ongoing
	OT/CAC/JF
	Briefings were made available on race related issues when it appeared that this would have potential for assisting in addressing the issue.  Also assistance was provided on occasions, when there appeared to be particular threats to community cohesion.
	

	2.


	Assisting the City Council’s broader modernisation agenda and review of democratic structures, involving in particular refreshing member job descriptions to ensure that a race relations perspective is included. 


	Job descriptions to be revised by 30th June, 2003
	OT
	Work on reviewing job descriptions for elected members is ongoing.  A new paragraph has been added: this strengthens the reference to equalities issues. Also, pursued the need to ensure policies and strategies in the Council’s policy framework reflect the importance of equalities issues.
	Not yet satisfied that corporate systems re policy framework are robust enough: further work required



	3.
	Further develop the Cabinet Agenda Planning Process picking up race relations issues whenever appropriate and ensuring advice on these issues is secured.
	30th September, 2003
	OT/CAC
	The Agenda Planning Process is more effective now, providing an opportunity to ensure the authority’s business continues to reflect the importance of equalities issues.
	There is nonetheless need for more rigour.  Monthly meetings held with key officers to anticipate more effectively links between Directors Team, Cabinet and Scrutiny will be used to pick up this task.

	4.
	Facilitate further the development of ongoing briefings and information exchanges between the City Council and its MPs/MEPs, picking up race and equality issues whenever appropriate.
	Ongoing
	OT/CAC/HT
	Quarterly briefings have now been re-instated and pick up equalities issues and threats to community cohesion whenever appropriate.
	

	5.
	To monitor all complaints received, addressed to the Chief Executive, Leader and Deputy Leader of the City Council, in a manner which supports the authority’s work on equalities issues
	Ongoing
	OT/JF
	Monitoring of complaints takes place.  Looking at introduction of document management to underpin this and enable more rigorous ongoing analysis of them – including equalities issues.  Also have taken the initiative of ensuring that the Corporate Complaints procedure is fit for purpose in the context of equalities issues.
	

	6.
	To maintain and enhance an information and briefing service for the Chief Executive, Leader and Deputy Leader of the City Council, providing key briefing material on issues such as Equalities
	Ongoing
	CAC/JF
	This work is ongoing and is being enhanced in the new service planning year 04/05
	A more systematic approach is required to ensure that equalities issues are addressed appropriately  – see across


STRATEGY AND REGENERATION DIVISION RACE EQUALITY ACTION PLAN 2004/5

STRATEGY AND RESOURCES SECTION 

	
	KEY TASK


	TARGET
	WHO
	MEASURED BY
	PROGRESS

	LEADERSHIP AND COMMITMENT 

	1
	Monitor progress of the equalities action plan on a quarterly basis and report to the Director.
	Quarterly 
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson
	Timetabled targets being met
	

	2
	Develop and begin implementation of Action Plan to progress towards achievement of Level 2 of Equality Standard
	March 2005
	Ruth Fairhurst 
	Action plan developed and implementation begun.
	

	POLICY, PRACTICE AND PROCEDURE 

	3
	To ensure that completion of equality impact assessments are integrated into work plans for Global Grants and Awards For All lottery grants. 
	March 2005 
	Cath Inchbold

Stuart Kitchen

Owen Topping 

Gordon Dickson 
	Completed equality impact assessments


	

	4
	To ensure that consultation takes place on equality impact assessments.   
	Ongoing 
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson 
	Number of consultations that have taken place
	

	SERVICE DELIVERY 

	5


	To ensure that regeneration programmes continue to monitor the number of BME people and groups benefiting. 
	Quarterly 
	Sue Ford

Ilona Snow-Miller

Dee Carroll

Alison Burnett
	SRB Monitoring Returns 
	

	6
	Programme Team to set up mechanisms for distributing monitoring data to project managers to enable them to respond proactively in delivery.


	March 2005
	PMT?
	Mechanism Established
	

	7
	Contribute to production of  Corporate Information Strategy which ensures information about BME groups is collated and communicated widely 
	March 2004
	Lucy Walker
	Corporate Information Strategy produced
	

	8
	A translation service offered in all publications in a number of different languages.
	Ongoing
	Everyone
	Documents with translations offered
	

	9
	A summary of all published information to be available in alternative formats and languages on request and the take up of this monitored.
	Ongoing


	Everyone
	Monitoring report on take up March 2004
	

	10
	Publications for the public to be written in plain English.
	Ongoing
	Everyone
	Each publication independently assessed within Division overseen by SREWG
	

	11
	Continue to use, promote and monitor the use of Language Line.
	Ongoing
	SREWG
	Monitor use on a Quarterly basis
	

	TRAINING AND DEVLELOPMENT 

	12
	Integrate equality actions into individual work plans
	Ongoing
	Team leaders
	Monitored in appraisals/ team meetings?
	

	13
	Incorporate Race Relations training into Induction process for new staff
	Ongoing
	
	
	

	14
	Carry out programme of refresher training on Impact assessments for whole division
	Staff from every section to have received training
	
	
	

	15
	Develop a detailed staff training plan on equality issues and the Race Relations (Amendment) Act 2000. 
	March 2004
	Cath Inchbold 

Stuart Kitchen 

Owen Topping

Gordon Dickson 
	Training plan produced and implementation commenced
	

	CONSULTATION AND COMMUNICATION 

	16
	Promote implementation of  Valuing Diversity in Communication document….how?
	Ongoing 
	SREWG
	
	

	17
	Include the Valuing Diversity in Communication document in Induction Packs.
	
	Cath Inchbold
	
	


COMMUNITY SAFETY UNIT

	
	Key task


	Target
	Who
	Measured by
	Progress

	1.
	To develop an effective third party reporting network for hate crimes, which will allow BME complainants to access services more readily.
	To establish 10 additional centres by April 2003
	Hate Crime Officer (HCO) and partner agencies
	
	

	2.
	Achieve a target increase for numbers of hate crime reports
	Each agency to achieve increase in reports by 03/05 (aim = 30% inc)
	HCO with partner agencies
	
	

	3. 
	Implement the Hate Crime Initiative project.
	Range of reporting methods, prevention and support services in place.
	HCO with partner agencies
	
	

	4.
	Undertake Equalities Impact Assessment on Crime and Disorder Reduction Strategy 2005-8
	Assessment completed by March 2005
	Community Safety Unit Manager
	
	

	5.
	All new staff to undertake training on use of Language Line and Race Relations Amendment Act
	Training undertaken by March 2005
	Community Safety Unit Manager
	
	


EXECUTIVE SERVICES UNIT

	
	KEY TASK


	TARGET
	WHO
	MEASURED BY
	PROGRESS

	
	Leadership/Policy Practice and Procedure
	
	
	
	

	1
	Assist the Leadership of the City Council to address equality, diversity and community cohesion issues and maintain positive changes to the culture of the Authority.

· Ensure that the importance of equalities issues is highlighted in Leadership briefings wherever appropriate
· Review the reference to equalities issues in the Elected Member job descriptions agreed by the Leadership
· Ensure that the Cabinet Workplan reflects appropriately the importance of this work to the Authority as a whole
· 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

	Ongoing

End June, 2004

Ongoing

Ongoing (Policy framework is reviewed each year)
	Charlotte Cunnah Joanne Farrell

Owen Topping

Owen Topping – liaising with Paul Templeton & Charlotte Cunnah

Owen Topping – liaising with Graham Chinn/ Alan Eastwood
	Quarterly review

Completion of task

Quarterly review

Output of joint work with Corporate Services and completion of task
	

	
	(Policy Practice and Procedure)
	
	
	
	

	2
	To ensure that equalities monitoring is built in to the procedure for handling complaints by 

· Reviewing how equalities monitoring can be strengthened as part of the procedure for handling and keeping records of complaints

· Agreeing action plan for introducing procedures/document management system

· 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
	30.9.04

Mid June, 2004

30.9.04
	Joanne Farrell*

Joanne Farrell

Joanne Farrell* (*liaising with Owen Topping)
	Completion of Task

Completion of Task

Output of joint work in Working Group and colleagues within Personnel and Corporate Services
	

	3
	To incorporate appropriate equalities elements and, where appropriate, targets in service plans
	30.4.04
	Owen Topping/ Charlotte Cunnah
	Completion of Task
	

	4
	To ensure a guidance document is produced in relation to the forward plan, Cabinet agenda planning and the decision making process, reflecting appropriately the importance of addressing equalities issues


	Draft by 30.7.04 

Final by 31.8.04
	Owen Topping
	Completion of Tasks
	

	
	(Training and Development)
	
	
	
	

	5
	Ensure equality issues are appropriately reflected in staff training and are mainstreamed into the work of the Unit

Liaise with appropriate “expert” colleagues and involve in day to day work whenever appropriate
	Ongoing
	Owen Topping

Charlotte Cunnah
	Outcome of monthly SMG meetings
	

	
	(General)
	
	
	
	

	6
	Continue to review the relevance of “Equality Impact Assessments” insofar as the work of the Executive Services Unit is concerned and adopt approach wherever appropriate
	Ongoing
	Charlotte Cunnah
	Outcome of monthly SMG meetings
	


SALFORD PARTNERSHIP

	
	KEY TASK


	TARGET
	WHO
	MEASURED BY
	PROGRESS

	1
	Salford Partnership to promote the engagement of BME groups, including through the Community Network:

· Community Cohesion manager to be appointed

· Baseline Review of Community Cohesion to be developed and confirmed by LSP

· Systems to monitor engagement of BME group to be established
	Ongoing 

Summer 04

Summer 04

Xmas 04


	Sheila Murtagh 
	Monitor annually number of BME groups engaged
	

	2
	To set up the systems to monitor ethnicity of recipients of services provided by the Good Practice in Community Involvement project. 
	Ongoing
	Sheila Murtagh 
	Systems set up


	

	3
	Request all partnerships to review their roles and membership and ensure that BME communities have an appropriate role.   
	Xmas 2004
	Sheila Murtagh 
	All partnerships requested to review their roles and membership and report of review submitted to LSP
	

	4
	Review Race Relations (Amendment) Act 2000 with respect to partnerships that the City Council is involved in, in line with guidance.  
	Xmas 2004
	Sheila Murtagh 
	All partnerships requested to undertake the review and report of review submitted to LSP
	

	5
	A summary of all published information to be available in alternative formats and languages on request and the take up of this monitored.

LSP to agree that all their published documents to comply
	Ongoing

LSP confirm May 04

LSP Improvement plan- Summer 04

Community Plan Review- Autumn 04


	Everyone
	Monitoring report on take up March 2005
	

	6
	Equality Impact Assessment to be undertaken as part of the Review of the Community Plan


	Autumn
	Paul McKenna 

With Sheila Murtagh
	Equality Impact assessment completed and contributed to policies and targets 
	

	7
	Ensure LSP has a system in place to take action on issues raised at the Diversity Forum
	March 05
	Sheila Murtagh
	Systems in place.
	


SEEDLEY AND LANGWORTHY

	
	Key Task


	Target
	Who
	Measured by
	Progress

	1
	Ensure all Seedley and Langworthy information available in BME community languages on request. 
	All requests to be dealt with within 28 days
	Communications Officer
	Publications to carry appropriate language tags.
	

	2.
	Ensure BME owner-occupiers within area are able to access home swaps and grants where applicable.
	All requests to be dealt with in operational timescales
	Living Environment Team
	
	

	3.
	Clients receiving service from team to be monitored for ethnicity
	All clients asked to complete monitoring from
	Administrative staff
	All clients asked to complete monitoring from
	

	4. 
	Local residents attending SRBV funded events to be monitored for ethnicity
	Monitoring forms to be available at events 
	Event Co-ordinators
	Monitoring forms to be available at events
	

	5.
	Work with Community Safety unit / SALi and PCT to establish Cornerstone or SALi shop as hate crime reporting centre.
	One hate crime reporting centre to be established in area
	Community Safety Officer
	One centre established by end of year
	

	6.
	Develop links with staff from other agencies who work with asylum seekers
	Joint working in place with local PCT staff by end of year
	Regeneration Manager
	
	


ECONOMIC DEVELOPMENT SECTION 

	
	KEY TASK


	TARGET
	WHO
	MEASURED BY
	PROGRESS

	LEADERSHIP AND COMMITMENT 

	1
	Monitor progress of the equalities action plan on a quarterly basis and report to the Director.
	Quarterly 
	Cath Inchbold

Stuart Kitchen

Owen Topping

Gordon Dickson
	Timetabled targets being met
	

	2
	Develop and begin implementation of Action Plan to progress towards achievement of Level 2 of Equality Standard
	March 2005
	Ruth Fairhurst 
	Action plan developed and implementation begun.
	

	POLICY, PRACTICE AND PROCEDURE 

	3
	To ensure that equality impact assessments are undertaken for each theme of the ED Strategy, including target setting where appropriate.
	March 04
	All
	Number of impact assessments. 
	

	4
	To ensure that completion of equality impact assessments are integrated into work plans for all grants administered by the Business Liaison Team 
	March 2005 
	Stuart Kitchen

Pam McCann
	Completed equality impact assessments


	

	5
	To ensure that completion of equality impact assessments are integrated into work plans for all grants administered by the Employability team


	March 2005
	Emily Kynes

Neil Loftus
	Completed equality impact assessments
	

	SERVICE DELIVERY 

	
	A summary of all published information to be available in alternative formats and languages on request and the take up of this monitored.


	Ongoing


	Everyone
	Monitoring report on take up March 2004
	

	
	Publications for the public to be written in plain English.


	Ongoing
	All
	Each ED publication independently assessed by ED marketing team
	

	
	Clarification of the Language service and what it provides.
	Ongoing
	EDTL
	Promotion of service availability to Staff. Monitor use on a Quarterly basis
	

	
	Increase awareness of partners in relation to Equality Issues.
	On going
	Stuart Kitchen and Team Leaders
	Presentation to ED Forum and visit by Personnel Equalities rep to main partners. 
	

	
	Development of action plan by Advice and Guidance Task Group (Sub group of Employability Steering Group) will encompass tackling issues of widening participation of those most distanced from the Labour Market.
	March 2005
	Emily Kynes
	Establishment of mechanism/forum.
	

	
	Employability Steering Group to undertake an evaluation of service usage by BME clients
	March 2005
	Emily Kynes
	Evaluation findings, update through the Employability Bulletin yet to be established
	

	
	Review of Job Shops Plus to be undertaken including more targeted focus on engaging those most distanced from the labour market. 
	June 2004
	Emma Nolan
	Review completed and new contract awarded.
	

	
	Employability as per the Community Plan, to increase the employment rates of disabled people, lone parents, ethnic minorities and those aged over 55 years
	March 2005
	Emma Nolan
	LPSA target to engage 300+ unemployed clients from target groups into sustained employment.
	

	
	Incorporate Equalities monitoring within within Business Security Grants. 
	March 2005
	Joanne Hall
	Survey form to go out with all application forms, monitoring on a quarterly basis.
	

	
	Incorporate Equalities monitoring within Expanding boundaries Grant


	March 2005
	Elsa Sawczuk
	Survey form to go out with all application forms, monitoring on a quarterly basis.
	

	
	Employment Charter – to ensure that the Charter fulfils its obligations around equal opportunities, particularly around i) the employment of BME residents, and

ii) uptake by BME Businesses


	On going
	Neil Loftus
	Charter team to undertake a review of BME uptake between April 2002 – March 2004 to establish a baseline, in order to monitor against uptake in April 2004 – March 2005.
	

	
	Review of Business Survey to ensure it incorporates Equal Opportunity policies.
	Yearly
	Geoff Lightford
	Survey completed and results analysed
	

	
	Monitoring of Equal opportunity issues via new CRM system.
	March 2005
	Stuart Kitchen
	Production of equality monitoring reports on all services.
	

	
	Marketing  - Monitoring all publicity literature.  Ensure all have the acknowledgement of being available in other languages and Braille.  
	On going 
	ED Marketing team
	Production of literature 
	

	TRAINING AND DEVLELOPMENT 

	
	Develop a detailed staff training plan on equality issues and the Race Relations (Amendment) Act 2000. 
	March 2005
	Cath Inchbold 

Stuart Kitchen 

Owen Topping

Gordon Dickson 
	Provide Impact assessment Training for all staff
	

	CONSULTATION AND COMMUNICATION 

	
	Promote the Valuing Diversity in Communication document.  
	March 2005
	Stuart Kitchen and ED Team leaders
	Produce explanatory note and circulate to staff. Incorporate within induction pack
	

	
	Ensure consultation takes place on equality impact assessments including partners.   
	Ongoing 
	Stuart Kitchen

Team Leaders/partner 
	Number of consultations that have taken place.
	

	
	Undertake consultation within service /users
	On going
	All
	Number of consultations undertaken.

 Refine mechanism for monitoring of equalities information
	


STRATEGY AND RESOURCES SECTION 

	
	KEY TASK


	TARGET
	WHO
	MEASURED BY
	PROGRESS

	SERVICE DELIVERY 

	7
	Monitor and report on the numbers of BME people and groups benefiting from NDC funded projects.
	March 2004 and Quarterly there after
	Alison Burnett
	Quarterly Monitoring
	

	16
	A summary of all published information to be available in alternative formats and languages on request and the take up of this monitored.
	Ongoing


	Everyone
	Publications contain necessary information
	

	17
	Publications for the public to be written in plain English.
	Ongoing
	Everyone
	Each publication independently assessed within Division overseen by SREWG
	

	CONSULTATION AND COMMUNICATION 

	20
	Promote consultation with and the involvement of BME groups in providing activities, decision making at all levels in regeneration areas.
	Ongoing
	Alison Burnett 
	Number of people from BME communities consulted and involved
	


APPENDIX F

Education and Leisure Directorate

Education and Leisure Directorate

Annual Report on Progress on the Race Relations (Amendment) Act 2000

Draft 3, May 2004

	1
	Introduction

During Year 2 of the Race Equality Scheme services within the Directorate continued to assess their policies and functions and determined their relevance to the general duty under the Race Relations (Amendment) Act (RRAA) to:

· Eliminate unlawful discrimination

· Promote equality of opportunity and

· Promote good relations between people of different racial groups

As with year one, actions were identified as being Directorate –wide issues which were common to many services. These were addressed at Directorate level. Services implemented actions identified within their own plans. Progress against the Action Plan is appended to this report. In addition to this, the Directorate Equalities Team completed an electronic workbook to determine progress against the Equalities Standard. We have achieved level 1 and evidence for this will be inspected by District Audit in June 2004.   The Directorate Equal Opportunities Planning and Implementation Group continues to meet or has virtual meetings via e mail to promote Equal Opportunities within the Directorate and to assist Service Managers in undertaking Impact Assessments and ensuring RRAA training takes place. 

During September 2003 the Directorate underwent an Ofsted Inspection. Many strengths, particularly in leadership, were identified. The judgement concerning recording and reporting of race issues was that systems were ineffective, however there are now robust systems in place which are proving to be effective.



	2
	The Structure of the Directorate

The Education and Leisure Directorate structure consists of a Director, a Deputy Director with responsibility for School Improvement, four Assistant Directors and a seconded Special Initiatives Manager. The Assistant Directors each have responsibility for one of four main sections, each of which has services and teams. These are as follows:

· Inclusion and Access

· Culture, Lifelong Learning and Sport

· Resources and Planning

· Capital and School Organisation

Management structure of the Directorate:

· Director of Education and Leisure

· Deputy Director of Education and Leisure (also Head of School Improvement)


Assistant Directors x 4:

Deputy Director- School Improvement
· School Improvement Team

· Excellence in Cities

· Music and Performing Arts Service

· Ethnic Minority and Traveller Achievement Service

· Governor Services

Assistant Director - Inclusion and Access
· Special Educational Needs

· Educational Psychology

· Education Welfare

· Education Inclusion Service

· Admissions and Exclusions

Assistant Director – Culture, Lifelong Learning and Sport
· Culture and Heritage

· Early Years and Childcare

· Lifelong Learning

· Youth, Sport and the Community

· Adult and Community Education

Assistant Director - Resources and Planning

· Finance (outstationed)

· Personnel (outstationed)

· Citywide

· Support Services

· Strategic Support

· Governor Support

· Training and Development

· Equalities Issues

Assistant Director - Capital and School Organisation

· Asset Management

· Capital Programme

· Health and Safety

· PFI and PFI Partnerships

· School Travel

· School Organisation and Review

· School Security

Changes to the Senior Management of the Directorate

Since the initial assessment of functions and policies was undertaken (Spring 2002), there has been major change to the Leadership of the Directorate. This included the appointment of a new Director, a new Assistant Director for Inclusion and Access and a new Assistant Director for Lifelong Learning and Leisure. A new Deputy Director, with responsibility for School Improvement, was appointed May 2003. In addition the Directorate has been restructured and some services now lie in different sections.


Each Assistant Director also has lead responsibility for cross-cutting initiatives.

Changes to the Directorate

From October 2003 Sports Development became Salford Community Leisure Trust. Governor Services moved from the Resources and Planning division to the School Improvement division. The Admissions and Exclusion Service moved from the Capital and School Organisation division to Inclusion and Access division. 

Number of employees within the Directorate:

1651 persons employed by the Education and Leisure Directorate. 5307 persons employed by schools.



	3
	Main Functions of the Directorate

The Directorate provides a range of education and leisure services to the public through schools, leisure centres, libraries, museums etc. The services provided are diverse and wide-ranging, involving the community at different levels via consultation and discussion. The Directorate undertakes a number of statutory functions on behalf of the City Council. It aims to offer continuously improving services to schools and to the community.



	4
	Training

All centre based staff and outstationed staff have had access to the e-learning interactive modules on the Race Relations Amendment Act. To date the percentage undertaking the training is above 50% A target for training of 30% of staff in year 1 rising to 90% by the end of year 3 has been met.  Schools based staff and other staff who do not regularly have access to a computer have received two training leaflets as part of a rolling programme. A consultant was been commissioned for this purpose. Race training for school governors is planned for July 2004.   The e-learning modules are now also available on Salford’s Intranet.  Service/Teams have also been told how to access all the City’s Equal Opportunities Policies and have been encouraged to discuss these at team meetings.  All teams have been asked to consider Equal Opportunities issues when developing their Service/Team Plans.  It is the intention of the Directorate to include Equal Opportunities training as an integral part of the Directorate Training and Development Plan. Frontline staff based at Minerva House have received training in the use of the Language Line Service. This is due to be evaluated and rolled out to other key staff within the Directorate.



	5
	Consultation

The Directorate will use established methods of consultation to seek the views of centre-based staff,  school staff and the community. These methods will include:

· Publication of this report, Impact Assessments and the updated action plans for 2004-2005. These will be accompanied by a consultation questionnaire.

· Consultation via Education and Leisure Management Forum

· Primary Headteacher meetings

· Secondary Headteacher meetings

· Consultation with the Dioceses

· Consultation with Trade Unions and Teacher Associations

These documents will be reviewed and amended in the light of responses received.



	6
	Public Access to Information and Services

Most Council documents will now be available to the public. Work has been undertaken within the Directorate and with schools concerning data protection and the Freedom of Information Act. There has been an increase in the number of services seeking assistance with translation of documentation. A leaflet explaining how this can be done has been provided for service managers to use. This continues to be an area for development and is part of the Directorate Action Plan. Services are more aware of the need to be accessible to those for whom English is not the first language. The Directorate has been investigating various software packages that could be purchased to translate information documents. Difficulties have been noted eg when documents are translated into other languages the content does not always read as intended. Other City Councils have been approached to see if a translation service can be brokered. This work is ongoing. The use of the translation service Language Line has not yet been evaluated. It is intended to roll this out to other parts of the Directorate during 2004-2054 after which its effectiveness can be measured. 



	7
	Monitoring of Service Provision

During Spring 2002 each service looked at its policies and functions and determined their relevance to the general duty under the Race Relations (Amendment) Act to eliminate unlawful discrimination, promote equality of opportunity and promote good relations between people of different racial groups. The services offered are diverse and systems are not yet in place to monitor provision by ethnicity. Equalities Surveys were completed by staff during March 2003 and this information should assist with employment statistics. This is an ongoing process and staff have been provided with a leaflet explaining the purpose of monitoring.. The Directorate aims to increase the number of employees who will be trained in Race Relations issues. New systems and procedures will be introduced to ensure that monitoring of key functions and activities takes place, which in turn will highlight any areas where further action is required.



	8
	Equality Impact Assessments

How the process was tackled

The corporate Equal Opportunities Officers Group advised Directorates on how Impact Assessments should be undertaken and offered training in conducting them, (January 2003). The assessments were widened to include all aspects of equal opportunities. The Directorate Equal Opportunities group took part in this training and assisted teams in completing their Impact Assessments. The Directorate Leadership Team oversaw this process. The Directorate took the decision to conduct only Initial Impact Assessments at this stage and to conduct the more in-depth ones at a later date. It is the responsibility of all service managers to ensure impact assessments are completed. At a future date these will be put on the intranet.
The Impact Assessment Process

Service Managers found the process challenging but useful and informative. It was useful to consider the impact of policies in relation to all aspects of equal opportunities rather than just from the point of view of race issues. The process should inform future planning and therefore improve standards of service delivery. 

Key Issues arising from the process

It is hoped that as the Impact Assessments are completed there would be   changes to subsequent planning. However several service managers have said that the process has made them question their practice and enabled them to plan more effectively. Services need to plan effectively to meet the needs of minority ethnic and asylum seeking groups .



	9
	Complaints Over the Year

The number of complaints received during the year 2003/2004 is currently 67.  One of these was recorded as a race issue. A meeting was held with the Directorate staff, other concerned parties ant the Commission for Racial Equality It is planned to create an Equal Opportunities post within the Directorate.  The actions of the Directorate were upheld. 



	10
	Review of the Action Plan

Service Managers have completed the initial impact assessments for 2003/2004.  Action Plans for Year 2, 2003 – 2004 have been reviewed and those for 2004/2005 have been revised in the light of the findings.



	11
	The Way Ahead, Year 3

Action Plans for Year 3, 2004-2005 have been revised after reviewing progress in Years1 and 2.  Some policies may proceed from initial impact assessment to partial impact assessment by May 2005. In the Action Plan for years1,2 and 3, some teams had only translation issues as points of action. These have been included as Directorate – wide issues and have not been itemised separately. The Action Plan for Year 3 is appended to this report.




Progress Report on Action Plan  for Year Two (2003/2004)

Directorate-wide issues

	
	Key Task
	Target date
	Who
	Measured by
	Progress

May 2004

	1.1
	Appoint an officer to co-ordinate Race Issues across the Directorate, including recording and responding to racist incidents, analysing trends and putting procedures in place to address issues arising.
	Summer 2003
	Leadership Team
	Officer appointed and working with the Directorate Equal Opportunities Group and Service Managers
	Funding has been identified for this post and job description developed. Liaison work with other LEAs to determine effective use of role. Appointment to be made before September 04. Racist Incidents are being recorded, reported and analysed effectively.

	1.2
	Develop the role of the Directorate Equal Opportunities group
	May 2004
	Leadership Team
	Role of Directorate Equal Opportunities group developed and impacting positively on the work of teams. 
	Directorate Equal Opportunities group continues to work on al equalities matters,  This currently includes working on the corporate equalities standard electronic assessment of Directorate progress towards level 2.

	1.3
	Ensure that as far as possible, all staff complete Equalities Surveys so that ethnic monitoring can take place
	May 2004
	Leadership Team
	Number of Equalities Survey returns increases to the level of other Directorates
	Number of Equalities Survey returns has increased but is still not satisfactory. Information leaflet has been distributed to all school based staff and Directorate teams on request. Awaiting updated data from corporate personnel.

	1.4
	Set up systems so that effective ethnic monitoring procedures can be developed
	May 2004
	Leadership team, ICT Team, Personnel
	Effective systems are identified and used by Services
	People applying for jobs and those already in post are monitored by ethnicity. A new DfES toolkit is being developed to assist with  ethnic monitoring which Salford will buy in to.

	1.5
	Ensure that all services that should be monitoring by ethnicity are doing so
	May 2004 
	Leadership Team

Service Managers
	Positive feedback from consultees on process.
	The Brokerage website and any updated Service Planning documents will contain statements showing a commitment to equal opportunities and ethnic monitoring. 

	1.6
	Monitor  deliverers of services adhere to the City Council’s equal opportunities policies
	 May 2004
	 Assistant Director, Resources and Planning
	 Positive feedback from users of services
	As above. Assistance will be sought to investigate effective methods for monitoring.

	
	
	
	
	
	

	1.7
	Investigate costings for a leaflet that informs people how to access Directorate documents. Produce these and supply services with copies to go out with all Directorate documents
	Summer 2003
	Assistant Director, Resources and Planning
	Leaflet designed, distributed and used by service managers
	Leaflet  was designed by Language Line, distributed and is available for use by service managers.

	1.8
	Use of Language line evaluated and rolled out with appropriate training to Leisure and other parts of the Directorate
	 Autumn 2003
	Assistant Director, Planning and Resources, Head of Support Services
	Monitoring of Language line usage shows it facilitates translation
	Little use made of Language line so far but the Directorate has plans for rolling the service out to other sections.

	1.9
	Develop training leaflet on the RRAA for use by staff in schools and other staff who do not have access to the CD Rom training modules
	 June/July 2003
	Assistant Director, Resources and Planning, Design Unit
	Leaflets distributed and used by staff
	Services of a consultant procured to prepare a leaflet on the RRAA. Leaflets distributed and used by school based staff and by Directorate staff.

Two further leaflets on Equal Opportunities have been prepared and distributed

	1.10
	Continue to use interactive RRAA CD training with staff. Target 90% by year 3
	May 2004
	Service Managers
	Training continued and target met
	Training continued and target exceeded.

	1.11
	Training package to cover all aspects of equal opportunities is developed and used as part of a rolling programme
	May 2004
	Directorate equal Opportunities Group, Directorate training and development Group, Service Managers
	Training commences and is thought to be valuable by employees (evaluation forms). Employees more culturally aware.
	Training commences and is thought to be valuable by employees. Difficult to evaluate impact of training.


Progress Report on Action Plan for Year 2 (2003/2004)

Resources and Planning
Personnel

Strategic Support

Governor Services

Support Services

Citywide

	
	Key Task
	Target date
	Who
	Measured by
	Progress

May 2004

	
	Resources and Planning  (formerly Resources)
	July 2004
	Assistant Director, Resources and Planning
	Publication of results to agreed standard. 

Positive feedback from consultees on process.
	

	STRATEGIC SUPPORT (FORMERLY RESEARCH AND INFORMATION)

	2.1
	Information and Performance
	 
	
	
	

	2.2
	Best Value/Service Improvement
	 
	Best Value Team
	Publication of results to agreed standard. 

Positive feedback from consultees on process.
	All consultation activity in respect of best value reviews is conducted in accordance with best practice and the recommendations of the best value review of community engagement.   This ensures that the views of specific groups are actively sought  and fed into the process so that services can be improved.


Progress Report on Action Plan for Year Two (2003/2004)

Lifelong Learning and Leisure

Libraries

City Leisure

Marketing and Communication

Museums

Sports Development

Arts

Consortium
Lifelong Learning

	
	Key Task
	Target date
	Who
	Measured by
	Progress

May 2004

	
	Lifelong Learning and Leisure (formerly Arts, Leisure and Community Learning)
	May 2004
	Assistant Director, Lifelong Learning and Leisure
	Publication of results to agreed standard. 

Positive feedback from consultees on process.
	

	LIBRARIES

	3.1
	Libraries
Provision of a wide range of up to date materials for lending
	May 2004
	Head of Library Service
	 Wide range of materials purchased and used.
	Wide range of materials purchased and used.

	3.2
	Promotion of reading and literacy to children and young people
	 May 2004
	 Head of Library Service
	 Reading and Literacy for young children is actively promoted
	Reading and Literacy for young children is actively promoted

	CITY LEISURE

	4.1
	Access to Services
	 May 2004
	 Head of City Leisure
	Access to Leisure Services is improved
	Survey Results due June 2004 from Year 9 Survey will provide information on access.

	4.2
	Performance Indicators
	 May 2004
	Head of City Leisure
	Performance Indicators are met


	Baseline for Performance Indicators established.

	MARKETING AND COMMUNICATION

	5.1
	Tourism
	May 2004
	Manager of Tourism
	Marketing and communication strategies are improved particularly for people from minority ethnic groups.
	Marketing and communication strategies are improving particularly for people from minority ethnic groups.

	5.2
	Graphic Design
	 May 2004
	Manager of Marketing and Communications
	Graphic design and communication strategies are improved particularly for people from minority ethnic groups.
	Graphic design and communication strategies are improving particularly for people from minority ethnic groups.

	5.3
	Marketing
	 May 2004
	Manager of Marketing and Communications
	Marketing strategies are improved particularly for people from minority ethnic groups.
	Marketing strategies are improved particularly for people from minority ethnic groups.

	5.4
	Events Management
	 May 2004
	Manager of Marketing and Communications
	Events management strategies are improved particularly for people from minority ethnic groups.
	Events management strategies are continually improving particularly for people from minority ethnic groups.

	MUSEUMS

	6.1
	Museums
	May 2004
	Manager of Museum Service
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	People of all cultures feel welcome in museum settings and feel their culture is recognised

	6.2
	Schools Services and associated policies
	 May 2004
	Manager of Museum Service
	People of all cultures feel welcome I museum settings and feel their culture People of all cultures feel welcome I museum settings and feel their culture is recognised
	People of all cultures feel welcome in museum settings and feel their culture is recognised

	6.3
	Gallery and associated policies
	 May 2004
	Manager of Museum Service
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	People of all cultures feel welcome in museum settings and feel their culture is recognised

	6.4
	Outreach and associated policies
	 May 2004
	Manager of Museum Service
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	People of all cultures feel welcome in museum settings and feel their culture is recognised

	SPORTS DEVELOPMENT

	7.1
	Sports Development
	May 2004
	Manager of Sports Development
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	Sports Development Manager in post

	ARTS

	7.2
	Arts
	 May 2004
	Manager of Arts Service
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	Commissioned and completed a Public Art project with members of the Salford Community from Asylum Seeker and Refugee groups

	7.3
	Public Art
	 May 2004
	 
	People of all cultures feel welcome I museum settings and feel their culture is recognised
	Commissioned and completed a Public Art project with members of the Salford Community from Asylum Seeker and Refugee groups

	7.4
	Community Arts,

Provision of community arts projects

Arts Development
	 May 2004
	 
	People of all cultures feel welcome I museum settings and feel their culture is recognised and Council equalities policies are met.
	People of all cultures feel welcome I museum settings and feel their culture is recognised and Council equalities policies are met.

	CONSORTIUM

	8.1
	Equal Opportunities

Training Programmes
	 May 2004
	Manager of Consortium
	Policies and practices reflect  equal opportunities issues
	100% of learners receive equal opportunities awareness sessions as part of the induction process.

Equal Opportunities Training sessions are planned throughout the learner’s training programme.

Equality and  Diversity is an agenda item on all staff meetings. Issues are regularly discussed and minuted. Action points are monitored through review of progress at subsequent meetings. 

Issues are reported regularly to the Head of Lifelong Learning through monthly Equal Opportunities monitoring process.

Recruitment activities are planned to reflect local priorities for widening participation in learning, for example targeting hard to reach learners, increasing the number of females on Motor Vehicle programmes, and the number of males on Care programmes.

Equal Opportunities issues are discussed and recorded at regularly with learners 8 weekly Contractual Progress Review Meetings. The work place mentor is also involved in these reviews.

Equal opportunities is included in the induction process for all work placements and is reviewed by the Training Officers.

	

	LIFELONG LEARNING

	9.1
	Equal Opportunities
	 May 2004
	Head of Life Long Learning
	Policies and practices reflect  equal opportunities issues
	This is being achieved in both Study Support and in our new Family, Adult and Community Learning provision.



	9.2
	Training Programme
	 May 2004
	
	Training programme reflect  equal opportunities issues
	The annual Training and Development Plan  for Lifelong Learning Services reflects equal opportunities issues.


Progress on Action Plan for Year Two (2003/2004)

School Improvement

School Improvement

Music and Performing Arts Services

Ethnic Minorities Travellers Achievement Service
	
	Key Task
	Target date
	Who
	Measured by
	Progress

May 2004

	SCHOOL IMPROVEMENT TEAM (FORMERLY INSPECTION AND ADVISORY SERVICE)

	10.1
	Inspection- Advisory Service
	May 2004
	Deputy Director, School Improvement
	Impact Assessment on Policies and functions takes place as listed below
	The Service underwent major changes over the year. It is planned to undertake these assessments during year 3, 2004/2005.

	
	Managing for Success
	May 2004
	
	
	

	
	School Improvement
	May 2004
	
	
	

	
	School Review Framework
	May 2004
	
	
	

	
	Inset Programme
	May 2004
	
	
	

	
	Salford Curriculum 3-5 year olds
	May 2004
	
	
	

	
	School Termly Agenda for Inspector -Adviser visits
	May 2004
	
	
	

	
	Key Stage 3 Plan
	May 2004
	Key Stage 3 Manager
	
	

	
	Literacy and Numeracy Action Plans
	May 2004
	
	
	

	
	Agreed Syllabus
	May 2004
	
	
	

	MUSIC AND PERFORMING ARTS SERVICE

	11.1
	Art Centre activities
	May 2004
	Head of MAPAS
	Art Centre activities comply with equal opportunities requirements and promote best practice.
	Art Centre activities comply with equal opportunities requirements and promote best practice.

	ETHNIC MINORITY AND TRAVELLERS SERVICE

	12.1
	Provide training on multi-cultural issues for staff
	May 2004
	Head of EMTAS
	Impact Assessment takes place.

Training on multi-cultural issues takes place and is effective.
	Impact Assessment have taken place.

Training on multi-cultural issues takes place and is effective.

	EXCELLENCE IN CITIES

	13.1
	Gifted And Talented
	May 2004
	 
	Impact Assessment on Policies and functions takes place as listed below
	There has been a complete change of staffing for Excellence in Cities therefore these activities are being re-programmed for 2004/2005.

	
	Excellence Challenge
	May 2004
	 
	 As above
	As above

	
	City Learning Centres
	May 2004
	 
	 As above
	As above

	
	Learning Mentors and Learning Support Units
	May 2004
	 
	 As above
	As above


Progress Report on Action Plan for Year Two (2003/2004)

Inclusion and Access

Inclusion Support Service (formerly Behaviour Support Service and SEN Support Service)

Educational Psychology Service

Special Educational Needs
	
	Key Task
	Target date
	Who
	Measured by
	Progress

(May 2004)

	
	Inclusion and Access
	May  2004
	Assistant Director, Inclusion and Access
	Publication of results to agreed standard. 

Positive feedback from consultees on process.
	

	INCLUSION SUPPORT SERVICE (FORMERLY BEHAVIOUR SUPPORT SERVICE and SEN Support Service)

	14.1
	Support to families and carers
	May 2004
	Head of Inclusion Support Service
	Impact assessment to take place
	Support to families and carers has been reviewed.

	14.2
	Support to Schools
	May 2004
	Head of Inclusion Support Service
	Impact assessment to take place
	Support to Schools has been reviewed.

	14.3
	Liaison with other agencies
	May 2004
	Head of Inclusion Support Service
	Impact assessment to take place
	Liaison with other agencies continued and improved.

	EDUCATIONAL PSYCHOLOGY

	15.1
	LEA Policy/Strategy
	May 2004
	Principal Educational Psychologist
	Impact assessment to take place
	Impact assessment completed – team development work completed re culture-free assessment techniques

	15.2
	Multi-agency work
	May 2004
	
	Impact assessment to take place
	Impact assessment to take place

	15.3
	Recruitment into Educational Psychology Service
	May 2004
	
	Impact assessment to take place
	Impact assessment completed – recruitment during 03-04 reflect high ratio of new EPs from ethnic minority groups


Progress Report on Action Plan for Year Two (2003/2004)

Capital and School Organisation

Asset Management
	
	Key Task
	Target date
	Who
	Measured by
	Progress

(May 2004)

	ASSET PLANNING

	16.1
	Service Level Agreements
	May 2004
	Asset Management Team
	Impact assessment to take place
	Agreements being reviewed regarding Impact Assessments.

	16.2
	Asset Management Plans
	May 2004
	Asset Management Team
	Impact assessment to take place
	Plans comply with equal opportunities requirements. Detail work ongoing to fully revise and update all sections.


RACE ACTION PLAN

YEAR 3, 2004-2005
DIRECTORATE-WIDE ISSUES

Action Plan for Year 3,  May 2004 – April 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 to be appointed Summer 2004.
	 Summer 2004
	Assistant Director, Resources and Planning
	Appointment  made. Post holder in place by Autumn 2004.
	

	1.2
	Baseline established to assess service users perception of the Directorate in terms of equal opportunities.
	 April 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.
	 April 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.
	 December2004
	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
	April 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.
	April 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
	April 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.
	April 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
	April 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
	April 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.
	April 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. 
	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.
	


SCHOOL IMPROVEMENT

Action Plan for Year 3,  May 2004 – April 2005
School Improvement Service

EMTAS

MAPAS
Governor Services
	
	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
	Completed by April 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.
	Completed by April 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.
	Completed by April 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.
	Completed by April 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.
	Completed by April 2005
	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.
	Completed by April 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.
	Completed by April 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.
	Completed by April 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.
	Completed by April 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
	May 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
	May 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
	May 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
	May 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
	Completed by April 2005
	Head of EMTAS
	Rolling programme of training provided
	

	4.2
	Increase multi-cultural resource bank  for schools 
	Completed by April 2005
	Head of EMTAS
	Further resources purchased and loaned to schools
	

	4.3
	Ensure attainment targets are set for pupils from ethnic minorities
	December 2004
	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
	Completed by April 2005
	Head of MAPAS
	Arts Centre activities meet equality standards
	

	5.2
	Consider range of ensembles offered.
	Completed by April 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.
	Completed by April 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.
	Completed by April 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.
	Completed by April 2005
	Head of Governor Services
	Recruitment of ethnic minority  Governors is successful.
	

	6.2
	Training on Race issues to be provided for governing Bodies
	June 2004 and 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.
	Completed by September 2004
	Head of Governor Services
	Encourage Governing Bodies to adopt the LEA model race Policy and record and report racist incidents in line with this.
	


Capital and School Organisation

Action Plan for Year 3,  May 2004 – April 2005
Capital and School Organisation

Private Finance Initiative

Health and Safety

	
	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.
	Completed by April 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.
	Completed by April 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
	Completed by April 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.
	Completed by April 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.
	Completed by April 2005
	Assistant Director, Capital and School Organisation
	All procedures fully comply with equal opportunities requirements.
	


Resources and Planning

Action Plan for Year 3,  May 2004 – April 2005
Finance

Personnel

Strategic Information Unit

Citywide

Support Services

	
	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.
	Summer 2004
	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.
	April 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.
	April 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
	Completed by April 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.
	Completed by April 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.
	Completed by April 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
	Completed by April 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.
	Completed by April 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.
	Completed by April 2005
	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.
	Completed by April 2005
	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
	Completed by April 2005
	Strategic Information Unit Manager
	ICT development – ICT systems are accurate with regard to management and monitoring of ethnic minority attainment
	

	Citywide Services

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

	13.1
	Ensure equality of opportunity in service delivery
	Completed by April 2005
	Head of Citywide Services
	 Equality of opportunity in service delivery is monitored.
	

	13.2
	Undertake  impact assessments as necessary to ensure there is no adverse impact on ethnic minority communities resulting from any actions by Citywide Services.
	Completed by April 2005
	Head of Citywide Services
	There are no adverse impacts on people from ethnic minorities resulting from the services of Citywide.
	

	13.3
	Continue to roll out equal opportunities training
	Completed by April 2005
	Head of Citywide Services
	Equal opportunities training is ongoing.
	

	Support Services

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

	14.1
	Ensure complaints procedures are analysed to determine equalities issues.
	Completed by April 2005
	Head of Support Services
	Complaints procedures are analysed to determine equalities issues.
	

	14.2
	Secretariat - Support for Lead Members and Chief Officers to be reviewed
	Completed by April 2005
	Head of Support Services
	Secretariat - Support for Lead Members and Chief Officers to be reviewed.
	

	14.3
	Ensure Salford Children’s Holiday Camp completes a DDA Action Plan 
	October 2004
	Head of Support Services
	Salford Childrens’ Holiday Camp completes a DDA Action Plan 
	

	14.4
	Ensure all Education Buildings have an action Plan drawn up and implemented to comply with DDA regulations
	October 2004
	Head of Support Services
	All Education Buildings have an action Plan drawn up and implemented to comply with DDA regulations
	

	14.5
	Ensure Loop systems are in place in Minerva House and Broadwalk Training Centre.
	October 2004
	Head of Support Services
	Loop systems are in place in Minerva House and Broadwalk Training Centre.
	


INCLUSION AND ACCESS

ACTION PLAN FOR YEAR 3, MAY 2004 – APRIL 2005

Education Welfare Service

Educational Psychology Service

Special Educational Needs

Education Inclusion Service

Admissions and Exclusions
	
	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.

	15.1
	To monitor the attendance of ethnic minority groups within the mainstream setting in order to ensure resources are targeted appropriately.
	Completed by April 2005
	Principal EWS Officer

Senior Education Welfare Officer 
	Termly Attendance Figures

School Attendance Action Plans
	

	15.2
	To support the integration of ethnic minorities into mainstream education.
	Completed by April 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.
	Completed by April 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.

	16.1
	Ensure service remains active in recruiting from ethnic minorities
	Completed by April 2005
	Principal EPS Officer
	Continued monitoring of recruitment profile
	

	16.2
	Ensure all policies and strategies promote equal opportunities.
	Completed by April 2005
	Principal EPS Officer
	Impact assessment EPs working in Early Years settings
	

	16.3
	Ensure all agencies are aware of cultural implications when working with families.
	Completed by April 2005
	Principal EPS Officer
	Impact assessment
	

	16.4
	To ensure that the special educational needs of statemented pupils in independent Jewish schools continue to be met.
	April 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.

	17.1
	Ensure there are procedures in place for effective integration/re-integration of ethnic minority pupils who are at risk of exclusion.
	Completed by April 2005
	Pupil Referral Unit Managers
	
	

	17.2
	Ensure all information for parents re EOTAS provision is available in multi-lingual format.
	Completed by April 2005
	EOTAS/Key Stage 4 Strategic Manager
	
	

	17.3
	Provide appropriate training for all staff to ensure they conduct their duties with due regard for relevant protocols and procedures.
	Completed by April 2005
	Head of Education Inclusion Service
	
	

	
	
	
	
	
	

	Admissions and Exclusions

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

	18.1
	Ensure all policies and practice within the team promote equal opportunities
	Completed by April 2005
	Principal Officer, Admissions and Exclusions
	Service delivery Is monitored and equality of opportunity met
	

	18.2
	Commission training on multi-cultural issues for the Admissions and Exclusions Team
	Completed by April 2005
	Principal Officer, Admissions and Exclusions
	All staff aware of multi-cultural issues
	

	18.3
	Monitor the use of exclusion by schools as a sanction for racist incidents
	Completed by April 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

	19.1
	Continue to monitor referrals for statutory assessment by ethnicity


	Completed by April 05

 
	Assistant Education Officer, SEN


	Referrals are monitored by ethnicity.


	

	19.2
	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
	Assistant Education Officer, SEN
	Team performance indicators are developed and used and evaluated
	


CULTURE, LIFELONG LEARNNG AND SPORT

ACTION PLAN FOR YEAR 3, MAY 2004-APRIL 2005
Lifelong Learning

Culture and Heritage

Libraries

Youth Service

Early Years Play and Child Care Service

Lledr Hall

Marketing and Tourism

	
	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.

	20.1
	Implement the Cultural Strategy
	Completed by April 2005
	Manger of Culture and Heritage
	Cultural Strategy implemented and working.
	Implement the Cultural Strategy

	20.2
	Monitor visitors/members to all service points by ethnicity
	Completed by April 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.

	21.1
	Implement actions from Position statement (Position Statement replaced Annual Library Plan)
	Completed by April 2005
	Head of Library Service
	Actions from Position statement (Position Statement replaced Annual Library Plan) are implemented successfully
	

	22.2
	Monitor membership of library service by ethnicity
	Completed by April 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.

	23.1
	Continue to provide high quality, equal opportunities training for staff in early years & childcare settings
	Completed by April 2005
	Head of Early Years, Play & Childcare service
	Training programme evaluations.

Training dates have been set in programme
	

	23.2
	Implement ‘Quality in Equalities’ document
	Completed by April 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

	24.1
	Provide high quality equal opportunities training for staff.
	Completed by April 2005
	Lifelong Learning managers
	Training provided for all staff.
	

	24.2
	Ensure that all plans, policies and strategies promote equal opportunities, and that we improve our procedures for monitoring them.
	Completed by April 2005
	Lifelong Learning managers
	All plans, policies and strategies promote equal opportunities.
	

	24.3
	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
	Completed by April 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.

	25.1
	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
	

	Marketing and Tourism

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

	26.1
	Ensure new Tourist Information Centre is DDA compliant when relocation takes place.
	Completed by April 2005
	Christine Ellis
	New DDA  act  2004 and    benchmarking programme
	

	26.2
	Ensure Marketing and Tourism publications are available in large print and minority ethnic languages.
	Completed by April 2005
	Lindsey Stockill
	Set up database to monitor and ensure requests are being received on a regular basis.
	

	26.3
	Analyse visitors’ demographic profiling to the TIC.
	Completed by April 2005
	Christine Ellis
	Visitor surveys and postcode collection.
	

	

	

	Sport and Leisure

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

	27.1
	Monitor Salford Community Leisure performance and ensure equality issues are appropriately managed.
	Ongoing
	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

	28.1
	Ensure that all staff receive appropriate training
	March 2005
	Service Managers
	Training delivered and recorded in 12 weekly reports
	

	28.2
	Implement monitoring systems to record service usage. (15 % increase)
	March 2005
	Senior Managers
	System operational
	

	28.3
	Increase contact with young people from BME, refugee and asylum seeking communities
	March 2005
	Youth Work Managers
	Usage of facilities. Contacts recorded by detached teams, evidenced in 12 weekly reports.
	

	28.4
	Development plans show anti-oppressive youth work programmes
	March 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.
	March 2005
	Arts Service Manager
	The work of the Asylum Seekers and Refugee Project Co-ordinator is expanded.
	


APPENDIX G

RACE RELATIONS (AMENDMENT) ACT 2000

PROGRESS REPORT FOR YEAR ENDING 31ST MAY, 2004

CORPORATE SERVICES DIRECTORATE

1.
INTRODUCTION

The Council has a duty to assess all its policies and functions for their relevance to the promotion of race equality.  This is the progress report for Corporate Services Directorate covering the year to 31st May, 2004.

2.
STRUCTURE AND FUNCTIONS OF THE DIRECTORATE

The structure of the Directorate has not changed significantly in the past 12 months and the five functional areas remain as:



Finance - Provision of a complete financial service to the Council.


Law and Administration - Provision of a legal service and administrative support services to Members, the decision making process and other directorates.

Salford Advance - Management of the Pathfinder Programme, business partnerships and income generation through commercial offerings in the ICT field.

Customer Services - Customer Contact Centre, revenues and benefits, E-Government, Pathfinder and Information Society, Social Inclusion ICT programme.

Salford IT Net - Mainstream ICT development operation and support.

3.
GENERAL COMMENT

The past year has been one of consolidation.  Much new information, ideas and guidance have been received from outside sources and have been discussed in some detail by the corporate Officer Working Group On Equalities (OWGOE).  This is a corporate group containing representatives of all directorates.  Two key areas which have been discussed at length by OWGOE and on which significant progress can be expected shortly are training and consultation.

4.
TRAINING

The need to provide training on race equality issues to all staff and specific training to a higher level for staff in particular posts has always been recognised as a major task.  Within Corporate Services, all staff have had the opportunity to use an E-Learning cd on the basics of race equality issues and specific training has been available to staff undertaking equality impact assessments or using the Language Line Translation Service.  Also during the year, training has been given on the Disability Discrimination Act (see section 8 below).  A new induction pack has been prepared for Corporate Services and this includes reference to equalities issues.  


Most directorates have carried out similar training to this, although Community and Social Services and NPHL have adopted a more comprehensive approach involving members of their Senior Management Teams attending training courses provided by external trainers and this information being cascaded to staff in group.  


The Equalities Team within Personnel and Performance are now preparing a corporate training strategy, which will include all equalities issues.  The Corporate Services Senior Management Group have decided to await the completion of this strategy before drawing up an equalities training plan for the directorate.

5.
CONSULTATION

The legislation envisages wide-ranging consultation with a variety of stakeholders and Corporate Services is committed to this process.  Again, however it has been difficult to see a clear way ahead for consultation, not least because this can be carried out at both corporate and directorate levels.  Concern has been expressed at meetings of OWGOE and elsewhere about ‘consultation overload’ on particular individuals and groups within the community, particularly if a number of directorates attempt to consult them on similar issues.  It is the view of our directorate that corporate consultation should be used as much as possible to avoid this problem.  


Partners in Salford are running a ‘good practice in community involvement’ project and as part of this are looking at good practice in consultation and community involvement in the wider decision making area.  Information from this project is to be considered by OWGOE and advice will then be given to directorates as to the best strategy to adopt for consultation in the future.

6.
COMPREHENSIVE REPORT

In recognition of the large amount of work to be done on equalities generally (including race equality), a comprehensive report on equalities was submitted to the Corporate Services Senior Management Group at their meeting in January, 2004.  This reviewed past actions and looked to the way ahead.  References to decisions by the Senior Management Group in response to this document are set out in other paragraphs of this report.

7.
EQUALITY STANDARD FOR LOCAL GOVERNMENT

The Council are committed to achieving levels 1 and 2 of the Equality Standard for Local Government (ESLG).  There has been a corporate review of progress on this and electronic workbooks were obtained for all sections within the Council.  For the purposes of the workbook, there are two sections within Corporate Services - ‘Customer Services’ and ‘other areas’.  Training was undertaken by the officers who were to be responsible for completing the workbooks and these have now been completed in respect of level 1.  Corporate Services meets this standard and the workbook and associated evidence file provide the necessary background information.  The more stringent requirements of level 2 are now being tackled.

8.
DISABILITY DISCRIMINATION ACT

Part 3 of the Disability Discrimination Act 1995 covers access to goods, facilities and services.  Specifically, all providers of such services must have an action plan in place by October, 2004, to show that all necessary changes will be brought in, even though it may not be possible for such changes to be implemented by that date.  Individual directorates will need to work up action plans as part of, and to inform, the corporate plan.


Initial questionnaires on the premises occupied by Corporate Services have been completed and advice has been received from Personnel and Performance as to the structure and content of action planned.  A framework for the directorate’s plan has been prepared and further work is being undertaken on this.  

9.
ACTION PLAN

In the light of the various developments listed above, other current information and advice, a revised equalities action plan is being prepared for the directorate for 2004/5.

APPENDIX H

Environmental Services

Race Relations (Amendment) Act 2000 

Directorate Annual Report

March 2004

1.
Introduction

The Environmental Services Directorate supports the aims and objectives of this legislation as we have always been committed to the provision of services, which are fit for purpose, and which continually has all customers and consumers needs at the heart of decision making, within the resources which we have available. The Directorate’s services contribute to the City Council’s Strategic Pledge “to build stronger communities” (now being replaced by new pledges of “Enhancing Life” and “Promoting Inclusion”).   

Salford City Council as a whole is committed to equalities in their widest sense, and in respect of race equality is fully committed to:

· Eliminating unlawful discrimination

· Promoting equality of opportunity; and

· Promoting good relations between people of different racial groups.

Evidence of this commitment within the Directorate can be found within the Charter Marks awarded to Refuse Collection, Public Protection, Bereavement Services and Salford Pride service areas; the Directorate-wide IIP award and the Community Legal Services Award awarded to Trading Standards Advice Service; all of which demonstrate a commitment to race equality 

The assessment of our policies and functions was undertaken for the first time, under the Race Relations (Amendment) Act, in March 2002.  Each section carried out the exercise and the results were formulated into a report and action plan which was included in the corporate scheme, published May 2003, and has shaped our activity over the last year.

In February 2004 the Directorate’s Management Team considered and approved a report emphasising the commitment to a range of equality issues which should help mainstream equality. These include commitments:

· to contribute, where appropriate, to the consultation and scrutiny element of the Corporate Equalities Plan;

· to engage with all those affected by service delivery;

· to equality self assessment, scrutiny and audit;

· to a comprehensive equality policy and to redress all inequality for all services;

· to implementing the equality impact and needs assessments for all services;

· to developing equal access to services and to incorporating equality objectives in to service plans;

· to setting equality standards for all services and establishing monitoring systems;

· to providing appropriate training;

· to building equality objectives into management appraisal as appropriate;

· to carrying out a detailed review of equality in employment / recruitment and taking appropriate action.

These commitments form the basis for the Action Plan for 2004.

2.
The Structure of the Directorate

The Directorate has three Divisions: Public Protection, Environmental Maintenance, and Business and Customer Support. An Assistant Director, who supports the Director and Deputy Director in the strategic and operational management of the Directorate, heads each Division.

The Divisional Responsibilities include:

	Public Protection
	Environmental Maintenance
	Business and Customer Support

	· Food Hygiene

· Health and Safety

· Pest Control

· Drainage

· Consumer Protection 

· Consumer Advice

· Weights and Measures

· Pollution control


	· Refuse Collection

· Street Cleansing

· Grounds Maintenance

· Parks and Open Spaces

· Vehicle Management and Maintenance

· Salford Pride

· Winter Maintenance

· Commercial Contracts

· Recycling Initiatives

· Anti Graffiti
	· Bereavement Services

· Strategic Planning

· Performance Management

· Quality Initiatives

· Community Focus

· Financial Services

· Personnel Services

· Administration

· Secretariat

· Information Technology / Systems

· Training and Development




Currently there are 446 employees within the Directorate serving a Salford wide population of approximately 220,000

3.
Training

The Directorate is committed to training and development as evidenced through IIP recognition and therefore the Race Equality Scheme will be included within training plans, etc.  As an initial part of this commitment this scheme has been discussed in detail at the Directorate Management Group and cascaded to service teams as well as featuring on the Directorate’s newsletter Ecsoset.

The Directorate is establishing a Human Resource Strategy in which training will have a significant input. This already includes: 

· Copies of the Corporate E-Learning CD on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000 have been made available to all staff and distribution is being monitored to ensure that all staff complete the training. To date over 50 officers have completed the training. Similar training is now available on the Intranet.

· Staff required to use the Language Line Service have been trained on its use and are available to cascade training to other members of staff. Staff requiring access to the service in future will be made aware of the availability of training which is now available on CD-rom and video.

· A member of the Business and Customer Support unit represents the Directorate on the corporate Equality Officers Working Group (EOWG).  Much information from this source which is disseminated throughout the directorate as required and in particular through the recently established directorate officers’ equality group.

4.
Consultation

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

	Internal
	External

	Specialist Unit Meetings,
	AGMA Service Manager Meetings

	Team Meetings
	Internet

	Shop Steward Meeting
	Notice Boards

	DC/SC
	Media Articles

	Directorate Management Group
	Radio Interviews

	Directorate Management Team
	Wall Planners

	Annual Staff forum
	Service Newsletters: Bereavement Services, Trading Standards, Salford Pride

	Appraisals
	Customer Satisfaction Surveys

	Intranet
	Members Newsletter

	Members Hour
	Key Issues Document

	Lead Member Meetings
	Scrutiny commissions

	Notice boards 
	Community Forums: Friends of Cemeteries, Friends of Parks, Funeral Director / Clergy Group

	Ecsoset
	Publicity Folders


The establishment of a specific Consultation Team as part of the Business and Customer Services Unit oversees and co-ordinates this consultation activity and will facilitate specific consultation under the Race Equality banner as and when required.

Specific customer satisfaction and ethnicity use of services surveys are undertaken for all our services and the results are available to service managers when reviewing and shaping their services.

So far only initial Impact assessments have been carried out and, in so far as it is necessary to consult on these, consultation with be carried out as part of our regular consultation exercises. If more detailed assessments are required consultation will be developed specific to each of the assessments.

5.
Public Access to Information and Services

We have used both the Bury Translation Service and the Salford Link Project to translate documents when it has been felt appropriate but demand is low and use of these services very limited.

Some of our leaflets carry a language panel indicating that the information can be translated if required and this practise is to be expanded over the coming year. However, once again demand has been very low.

Leaflets can be translated or provided on audio tape on request.

Reception points and offices which are visited by customers, and front-line staff, have access to the Language Line service to provide interpretation where a need is identified.

There is no direct monitoring of the translation and interpretation service.

An extensive access audit will be carried out of all publicly accessible land and buildings during the first half of 2004. This is to comply with Pt3 of the Disability Discrimination Act. An action plan will be prepared to ensure adequacy of access and it is hoped to commence work on the Crompton House reception area as soon as possible.

6.
Monitoring of Service Provision

The directorate’s approach to ethnic monitoring follows very much the Corporate approach.  The need for a more assiduous approach to this matter should again follow corporate guidelines.  Where there are specific service issues these will be picked up as part of the ongoing programme management / monitoring.

We have developed customer satisfaction / equality of usage surveys for all our services. 

7.
Equality Impact Assessments

The Equality Impact Assessment process was introduced to the directorate during 2002/3 with each section being aware of its responsibilities to carry out assessments. Following discussion at the Departmental Management Group and the Departmental Management Team it was agreed that Initial Assessments would be completed for all existing policies by summer 2003 and this is now completed.

To date, no policies have been looked at which have necessitated moving to partial or full assessments.

Initial impact assessments have been completed for the following policies identified from the directorate’s Business Planning process.

Weekly Household Collection Service

Kerbside Collection

Clinical Waste Service

Household Bulky Collection Service

Issue of Wheeled Bins

Street Cleaning

Litter Bin provision

Graffiti Removal

Croft Clearance / Property Clearance

Winter Gritting

Public Protection – Enforcement and Prosecution

Burial and Cremation Service

It is Directorate policy to carry out initial assessments of all policy areas and this has been substantially achieved. The assessments revealed that there were a number of policies which did raise equality issues but there was nothing raised that was not already dealt with as part of the policy.

8.
Complaints over the year

There has been one complaint to which this policy applies. It has been fully investigated and appropriate action taken..

9.
Review of the Action Plan

The Action Plan for 2004 had several Key tasks.

1. Establish equality objectives and targets for each service for inclusion in the business planning process

2. Conduct perception survey among key stakeholders – this has not yet been commenced (target May 2004) because of difficulties identifying key stakeholders (this should come out of the Initial Equality assessments) and is scheduled for later this year.

3. Establish range of groups within the community to be consulted on equality and related issues.

4. Introductory training Package for Race Relations Amendment Act underway for whole directorate based on CD Rom. Specialist training for impact assessments delayed until need established.

5. DMT / team Managers are aware of the requirements for assessments when new policies are proposed but none have been developed during 2003/4. Responsibility for Initial Impact Assessments has been allocated.

6. Achieve level 2 of the Equality Standard by March 2005.

Impact assessments – the programme outline in the Action Plan has been superseded by the directorate’s decision to carry out Initial Assessments on all policies. Future programmes of assessments will be based on the outcome of this process.

10.
The Way ahead, Year 3

The year 3 action plan builds on the success of year 2 and continues development towards the achievement of long-term targets. In a very few cases more realistic targets have been introduced to reflect delays in reaching the original targets.

The key changes relate to the need to establish targets / objectives and to expand consultation as required to achieve Level 2 of the Equalities Standard. Training issues will also need to be looked at.

Action Plan 2004 – Environmental Services

This plan has been developed from the 2003 action plan with indicators of the status of previous targets. Other targets have been up-dated to reflect the directorate’s current position.

Objective: To produce and implement a Race Equality Scheme which is both fully compliant with the specific duties and reflects best practice.

	
	Key task
	Target
	Who
	Measured by
	Progress

	6. 
	Roles and responsibilities

· Set roles and responsibilities for implementing the Action plan

· Identify lead / co-ordinating officer within the Directorate to take overall responsibility for the Action Plan

· Communicate roles for  implementation of the Action Plan to Managers / officers (i.e. who will be undertaking the impact assessments)
	May 02

May 02

May 02
	DMT

Director

Principal Officer – Community Affairs
	Minuted decision from appropriate DMG papers

Officer in post and identified in the Race Equality Scheme

Reflection of work required in individual, team and Directorate workplans
	Done

Done

Done

	7. 
	Establish baseline for current perceptions of the services the Directorate provides

· Conduct perception survey of the Directorate amongst key stakeholders

· Repeat at end of first 3 year cycle
	May 2004

May 2006
	Officer Core Group
	Results of survey in first annual report of the Race Equality Scheme. Outcomes used for setting targets from first annual review of the Race Equality Scheme
	Scheduled for Summer 2004

	8. 
	Establish monitoring systems

· Identify gaps in service provision ethnic monitoring

· Project to establish which are the priority areas for ethnic monitoring 

· Service wide ethnic monitoring in place across the directorate 


	July 2002

Sept 02

May 2003 
	Officer Core Group

Officer Core Group

DMT
	Production of proposals

Project planned and implemented and results published

Effective statistical information to identify policies and functions which need action to meet general duty. Results of the ethnic monitoring published annually.
	See below

See below

Completed 2003

	9. 
	Consultation

Establish range of groups within the community to be consulted on equality and related issues.

May require corporate guidance.
	Summer 2004
	Officer Core Group
	Relevant groups identified
	

	10. 
	Training staff on the Race Relations (Amendment) Act 2000 and their duties under this.

· Set up introductory training package for use within teams.

· Set up specialist training packages for staff undertaking action from or conducting monitoring / impact assessments


	May 2004

July 2003


	Personnel and Performance to devise, team managers to deliver

Personnel and Performance to devise and Senior Managers and/or training staff within Directorates to deliver


	Training delivered and 30% attendance from Directorate staff each year (90% of all staff trained in the 3 years of the scheme)

80% attendance at training sessions of those identified as undertaking impact assessments. 


	CD Rom training package in place for whole directorate

Initial Ass. Carried out by ADs. Training not necessary at this stage – review in future

	11. 
	Identify areas for conducting impact assessment from business planning process:

· Identify new policies or those likely to substantially change

· Allocate responsibility for conducting Impact Assessments
	May 02

July 02
	DMT / Team Managers

DMT
	New policies and impact assessment projects identified in corporate planning documents 

Resources allocated in budget documents.

Workplans reflecting work needed.
	In place

Initial Ass. Done

	7.
	Impact Assessments in Year 1
	
	
	
	

	
	Establish Core Implementation Group incorporating all divisions:

Principal Officer – Community Affairs

3 Divisional Representatives


	July 02


	Business and Customer Services Manager


	Group effectiveness

.
	Group established

	
	Ensure all staff have received Race Relations Amendment Act awareness / training 
	July 03


	Principal Personnel Officer


	Awareness / Training completed.
	CD Rom training in place

	
	Ethnic Monitoring

· Establish baseline

· Review current practices

· Ensure systems are in place to report and maintain audit trails


	July 03


	Core Group
	Baseline data published

Systems in place 
	In progress

	8.
	Impact Assessments – Year 3
	
	
	
	

	
	· Undertake initial impact assessments for all service areas / policies

· Assess need for partial / full assessments


	March 2004
	ADs/Service Managers
	Number achieved
	Completed

	9.
	Achieve level 2 of the Equality Standard for Local government


	March 2005
	Core Group
	Action Plan endorsed
	Target date put back to 2005

	10
	Review results at end of  previous annual plan and look at priorities again for review monitoring and impact assessment:

· Produce summary of results

· Identify new, emerging and changing priorities in policies and functions

· Decide on revised action plan with targets for next year of the scheme amended as appropriate
	Annual

Annual

Annual

Annual
	Core Group

DMT

DMT / Core Group
	Documents produced to agreed standards

Publication of results to meet duties

Reflection of actions in corporate plans, SAPS/BP for following year

Publication of revised Action Plan in the annual report of the Race Equality Scheme 
	Progressing

	11
	Target Setting

Establish equality objectives and targets for each service.
	Summer 2004
	Core Group / Service Managers
	Inclusion of targets in service plans
	

	12
	Review progress in service improvement at end of 3 years of Race Equality Scheme :


	May 05
	DMT / Core Group
	Improved customer satisfaction surveys, etc 
	

	11.
	Revise current Action Plan and publish second three year Action Plan.

Produce three year report on achievements made during the first three years
	May 05

May 2005
	DMT / Core Group

Principal Officer – Community Affairs.
	Publication of three year Action plan

Publication of three year report
	


APPENDIX I

Housing Services Annual Report

1. Introduction

The Council’s success in attracting Housing Market Renewal Funding has meant that shortly after the split from New Prospect Housing Limited, they were engaged in a further restructure. The Housing Services Directorate has been expanded by almost fifty percent and as a result there has been a need to amend and adapt the action plan to reflect new and changing priorities. 

2. The Structure of the Directorate 

The Directorate is currently in the process of implementing the new structure and although not all the required posts have been filled, the restructure is well on it’s way to being complete. There are approximately 150 people in the new structure and they have been organised into the following sections:

Strategy and Planning

Market Renewal

Market Support

Performance

Marketing and Customer Engagement

Administration 

Supporting People

Homelessness and Housing Advice

Housing Choice

Housing Services Development

The Council housing management functions of the Council were transferred to New Prospect Housing Limited in September 2002. The Council monitor the performance of the company including its equality responsibilities – The CRE Code of Practice in Rented Housing, Social Landlords: Tackling Racial Harassment, the Disability Discrimination Act and the Race Relations Amendment Act. NPHL are expected to produce a separate racial equality scheme by September 2004. They continue to report on their progress on equality work on a six monthly basis, at their management board.

3. Main Functions of the Directorate

Housing Services have developed six key service objectives which reflect new and emerging service improvement:

i. Gathering knowledge to develop a vision for Housing Services in Salford:

· To commission and begin a Stock Condition Survey for all Private Sector Housing (including Registered Social Landlord dwellings) in the City by September 2004

· To develop a clear understanding of the relationship between Housing Supply and the level of Homelessness in the City. To map all activity, develop a monitoring system, and agree a regular reporting system by March 2005

· To establish a Whole Housing System Neighbourhood Planning Process and  develop Area Housing Plans by January 2005 . This work has been carried forward from our 2003/4 plan.
ii. Develop strategies for Housing in Salford

· To produce a Fit for Purpose Housing Strategy and HRA Business Plan by July 2004.

· To produce a Supporting People strategy by March 2005

· In partnership with the Diversity Leadership Forum to complete a Housing Diversity Strategy by March 2005

· To review our Homelessness Strategy by October 2004 
· To produce a Strategy to respond to increases in the Right to Buy of Council Owned Property by September 2004

· To produce an Older Persons Housing Strategy by October 2004
iii. Develop partnerships across the whole housing system 

· To establish the Salford Housing Partnership and it will be in place by May 2004

· To formalise links with the  Local Strategic Partnership. To nominate a representative to sit on the LSP from the Salford Housing Partnership. This will be in place by June 2004.

· To  develop the next Housing Market Renewal Prospectus in partnership with Manchester City Council by August 2004
iv. Achieve functional excellence for Housing Services

· To ensure that a Performance Management Framework for the Whole Housing System is in place by June 2004

· To E enable all Housing Services by December 2004.

· To develop a robust Financial Monitoring Framework for all Housing Services by March 2005.
v. Deliver procurement and investment planning across the whole Housing System

· To complete the stock options appraisal for Council owned stock and achieve sign off by Government Office Northwest by March 2005

· To ensure the delivery of the Housing Investment Programme (including the Housing Market Renewal Fund and Approved Development Programmes)

· To develop the necessary plans to strive to meet the PSA7 targets for Decent Homes. Plans will be in place by March 2005. This work has been carried forward from our 2003/4 plan
vi. Ensure delivery and performance of key projects

· To progress the development of an Elderly Village with an implementation plan in place by October 2004

· To have delivered a programme to support our commitments under Beacon Council Status by  March 2005

· To develop and deliver our Housing Market Renewal Toolkit by December 2004
It should be stressed that the above is not an exhaustive list of the functions of the directorate, merely an indicative sample. 

These objectives are consistent with the Salford Community Plan Themes and the City Council Pledges, which underpin the City Council’s Strategic and Best Value Performance Plan. With regard to ensuring that the service Council Housing Tenants receive is delivered effectively, NPHL have recently undergone a Housing Re-inspection and an action plan is now being put together to implement the inspection recommendations.   

The city has been given additional time to submit a Housing Strategy and within that plan will be a section which looks at Diversity and incorporates Race Equality issues. Some initial work has already been done on this in the form of organising focus groups and a Housing Strategy Conference.

4. Diversity and Equality Training

Earlier this year Asok Ohri of OSDC Limited ran a course on “Equality and Diversity in Operational practice" for Housing Services staff. All existing staff were trained by the end of March 2004 but we will be running sessions later in the year for new starters and for the few staff who were ill or absent at the time of the original training.  

In addition we have arranged a number of informal training sessions for staff who are involved in carrying out equality impact assessments, which were aimed at assisting them on how to complete them  

5. Consultation 

In August 2003 Housing Services commissioned an independent Tenant Satisfaction Survey carried out by the Northern Housing Consortium. The survey contained a specific reference to the satisfaction levels among BME tenants and it clarified the need to carry out more work to determine the reasons why satisfaction among this group is significantly different to the majority population.   

The homelessness strategy was prepared in consultation with various groups including RAPAR (asylum seeker issues), SHELTER, Mental Health Trust, Social Services including the learning disabilities team, womens refuges and the Primary Care Trust.

Housing Services has also launched a Communications and Tenant Empowerment Strategy to consult with tenants and stakeholders about local housing services, including Council housing management and investment. The private sector housing service consults with stakeholders and residents through a neighbourhood framework – and its publicity uses translations and the offer of other formats.

A census profile will be carried out by the Housing Research Team and used to contribute to the BME section of the housing strategy later this year.

The supporting people programme commissioned research on best practice in consulting with the BME communities on supporting people housing – and a report has now been produced which identifies best practice principles and can be readily applied to other service areas.

The supporting people programme has also conducted an exercise which drew up a profile of Salford's BME community. This will assist in ratifying the census profile being done by the Housing Research Team.

6. Public Access to Information and Services
Housing Services continues to offer translation services on request in the six standard languages (Arabic, Bengali, Chinese, Gudjerati, Punjabi and Urdu), but there is a facility to offer up five more languages if required. An example of this is the literature on Homelessness. An analysis of their customer profile revealed that the service needed a wider range of translations for their leaflets. As these are key documents for customers, these leaflets have in their entirety been translated into the 6 languages plus Pashto, Dari, Somali, Farsi and Kurdish. The extra languages are a response to customer demand as significant numbers of customers are referred on from the asylum seekers team for permanent accommodation.
The additional languages are also being offered by the Housing Options Team when they carry out their consultation work.

The Council introduced the Language Line service in 2003 and it has now been operational for over 12 months. The principal users of the service from a Housing perspective are the Homelessness and Housing Advice Team who on average use Language Line x times a month.

7. Monitoring of Service Provision
Although the management of the Council’s housing stock is now carried out by New Prospect Housing Limited, the Council is still ultimately responsible for delivery of the service. It is therefore important that the Council obtain the tenants views on the service provided. The three yearly tenants satisfaction survey (the Status Survey) is the principal method of doing this and the survey includes a breakdown of responses from BME tenants. 

This is a useful tool and as mentioned earlier has illustrated that satisfaction levels among BME groups is significantly lower. The survey does not give the reasons why this is the case and that area of work will be the subject of further research.

The equality work carried out by the core housing service has reinforced the need to formalise monitoring service delivery across all services:

· For the Supporting people programme this was addressed through the research on best practice on consulting with the BME community and the conference and focus groups which formed the basis of the research. 

· For the Housing Strategy this was addressed through the commissioned housing needs survey which provided information for strategy development and resulted in the development of appropriate services

· New Prospect produce a six monthly report on their equality performance which goes to their management board meeting. The most recent one was in October 2003. These reports are monitored by the Council.   

8.
Equality Impact Assessments

Lead officers for services assessed the functions and services within their area of work with the equality co-ordinator for the core housing service. This was cross-checked by the Head of Housing.  Each lead officer then designated a management level or senior officer to conduct the impact assessments identified for their section. A support session was organised for the staff carrying out the impact assessments. Two completed initial assessments (based on corporate guidance) were used at the support session to discuss the process.  All completed impact assessments were then submitted to lead officers at a divisional management team for comments.

Impact assessments completed in year 2 included:

-    Homelessness policy

-    Housing Advice

-    Move-on asylum seeker strategy 

· HMOs 

· Homeswaps 

· Most satisfactory course of action assessment 

· Landlord accreditation  

· Clearance

-    Investment priorities for the Housing Corporation

· HECA strategy

· Supporting People strategy

-    Marketing strategy

· Residents information

Policies scheduled for year 3 impact assessments are:

· Builders list

· Disabled facilities referrals

· Empty homes strategy

· Home repairs assistance/care and repair

· Fraud

· Private sector grants

· Enforcement

· Rental bonds

· Burglary reduction

· Housing strategy

· Business planning

· Area housing plans

· Research function

· Media enquiries

· Complaints

These will be completed by March 2005

9.
Complaints over the year

At the present time we are in the process of making changes to our computerised complaints system. The number of complaints we receive from BME customers continues to be very low (only one in the last 12 months) and remains of concern.

When the new system is ready to be launched we will re- publicise the formal complaints scheme in an attempt to increase awareness among the BME community and with a view to increasing their confidence that we do listen and that complaining can make a difference.  The new system will be up and running by the end June 04.

10.
Review of the Action Plan

A detailed look at each action in the plan is provided in appendix 1

11. The Way Ahead, Year 3

The action plan is a living document and it will be evolving and changing throughout the next 12 months. The are a number of initiatives that Housing Services are embarking on this year that have an element of race equality in them although they encompass much broader areas.

The principal ones are:

· The Diversity Strategy for Housing Services – looking at the needs and aspirations of minority group service users 

· The Equality Standard for Local Government – examining race, disability and gender issues across a range of Council services.

· The introduction of a performance management strategy including equality (The equality element will include race and disability reports on a six monthly basis)

· The re-launched formal complaints system

· Procurement and equality – ensuring that contractors who provide services to customers on behalf of Housing services comply with all the relevant legislation and codes of practice.   

RACE EQUALITY SCHEME ACTION PLAN FOR HOUSING

	
	Key task
	target
	who
	measure by
	Progress

	1
	Establish monitoring services

* identify gaps in service provision ethnic monitoring as a result of service expansion

*project to prioritise new areas for ethnic monitoring

* service wide ethnic monitoring in place across the directorate


	June 2004 

June 2004

Oct 20004


	Lead Officer

Lead officer

Lead Officer


	Production of proposals

Project plan, implemented and published

The results of existing  ethnic monitoring will be published annually.


	

	2
	Training staff on the Race relations (Amendment) Act 200 and their duties under this.

* RRAA training 

* diversity and equality training for supervisors


	Mar 2005

Mar 2005


	Provided by external consultants

Provided jointly with NPHL devised by consultant to meet requirements of service
	All staff to be trained


	90% of all existing staff trained by Mar 04. 

New staff and others not trained first time around will be trained by Mar 05

All existing supervisors had received training by Mar 04. New staff and others not trained first time around will be trained by Mar 05



	3
	Identify areas for conducting impact assessments:

* identify new policies or those likely to substantially change

* allocate responsibility for conducting impact assessments
	July 2004

August 2004
	P.O.

Performance/

Lead officer

Lead officer
	Assessment documentation for all new policies

Work plans reflecting work needed and resources allocated in budget  


	Commenced May 04

Commenced May 04

	4
	Actions and Impact assessments in year 2


	
	
	
	

	*
	Review census information for profile of the City
	March 2003
	Paul Longshaw / research team
	Report 
	The data was delayed but the report was produced in the summer 2003.



	
	Ensure consistency in use of translations and availability of publicity in other languages and other formats
	December 2002
	Principal Officer Marketing and PR, sue Hill /Senior Marketing Officer
	Revision of leaflets available and circulation of protocol for supervisors/urban regeneration managers
	From March 2003 started using corporate graphics panel for 6 languages - email sent to Hosuing Services staff 10/4/03

Language Line introduced for interpreters when delivering face to face services - Feb 03



	
	Devise action plan for impact assessments on policies that are identified as top priority


	December 2003
	Appropriate manager
	Action plan to be tabled at DMT
	Completed

	
	Review supporting people services for contract compliance and against service quality standards
	April 2003 - March 2006
	Head of Service

Jean Rollinson
	Service reviews will be measured using Government monitoring systems (not yet available)
	

	5
	Actions and Impact assessments in year 3
	
	
	
	

	
	Review with New Prospect Housing Limited their progress in meeting level 2 of the equality standard


	End of June 2004
	P.O. Performance
	Report to DMT
	

	
	Prepare communication plan for BME communities and service users
	December 2004
	P.O. Marketing 


	Report to DMT
	Awaiting the completion of the Housing Services Diversity Strategy



	
	Integrate equality statement in Landlord Accreditation scheme code of standards
	July 2004
	Landlord accreditation team leader
	Local code published and revised with equality statement in December 2003
	Final version yet to be agreed and implemented by North West L.A.s

	
	Exploring partnership with one or more BME housing association re the possibility of developing expertise 


	Oct 2004
	Head of Investment 
	Report to DMT
	

	
	Examine design requirements of homeless provision in light of identified needs of the BME community


	By Oct  2004
	Head of Homelessness
	Review by DMT
	

	
	Undertake an impact assessment on policies identified as year 3
	Mar 2005


	Appropriate head of service and manager
	Action plans to be tabled at DMT and noted
	

	
	Private Sector Housing:

- builders list

- disabled facilities referrals

- empty homes strategy

- home repairs assistance/care and repair

- fraud


	March 2005
	Head of Service

John Wooderson
	
	

	
	Private Sector Housing:

- Homeloss, disturbance, disruption and damage

- private sector grants

- enforcement

- rental bonds


	March 2005
	Head of service

John Wooderson
	
	

	
	Private Sector Housing:

-    Burglary reduction


	March 2005
	P.O. Burglary Reduction Team


	Publication of assessment 


	Information gathering exercise underway



	
	Develop Diversity Housing Strategy for publication with the main housing strategy for 2004
	Oct 2004
	B. Iqbal
	Formal consultation with the BME community before, during and after strategy prepared


	Initial consultation underway

	
	Strategy and Investment:

- Housing strategy

- Business planning

- area housing plans

- research function


	March 2005
	Head of Service

Paul Longshaw
	
	

	
	Marketing and communications:

- media enquiries
	March 2005
	Head of Service

Sue Hill


	
	

	
	Other:

Complaints
	March 2004


	To be identified
	
	

	6
	Review results at end of year 3 and look at priorities again for monitoring and impact assessment:

* produce summary of results

* identify new, emerging an changing policies and functions

* decide on revised action plan with targets for next year of the scheme - amend as appropriate
	Mar 2005

as above

as above

as above
	Lead Officer

Lead Officer

DMT/lead Officer

DMT/Lead Officer
	The documents must be produced to agreed standards and published to meet duties

Identification in corporate plans for following year

Publication of revised action plan in the annual report of the Race Equality Scheme


	

	7
	Review progress in service improvement at end of 3 years of RES


	Mar 2005


	DMT/Lead Officer


	Individual customer satisfaction surveys for users of different services; improvements in ethnic monitoring data - take up of service


	

	8
	Revise current action plan and publish and 3 year action plan

Produce 3 year report on achievements made during the first 3 years
	Mar 2005

as above
	Lead Officer

Lead Officer
	Publication of 3 year Action Plan

Publication of 3 year report
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As the majority of employees within community and social services have classed themselves as White English, this has been used as the baseline figure. 28% of White English staff have been appraised compared with 0% for Black Caribbean. Although 100% of Indian and Bangladeshi staff have been appraised it is important to note that there are very few non- white staff and the baseline itself is based on a low uptake of appraisal returns and this has a disproportionate effect on our small non-white staff group.








� The Equality Standard is a measurable framework that recognises the importance of fair and equal treatment in local government services and employment and has been developed primarily as a tool to enable local authorities to mainstream gender, race and disability into Council policy and practice at all levels.


� LSP Local strategic partnerships called ‘Partners IN Salford’ have been set up across the country to improve local services. In Salford, we have built on the work of the Salford Partnership to meet this government challenge. There are currently 14 organisations which include Greater Manchester Police Authority, Salford City Council and the primary care trust





� Hate crime includes all crimes committed against somebody because of their race, colour, religion, sexual orientation or disability.
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