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1. Introduction

The Council published its Race Equality Scheme in draft form on 31 May 2002. As the Council's first Race Equality Scheme, it is a statement of the Council's commitment to fulfilling its statutory obligations in compliance with section 71(1) of the Race Relations (Amendment) Act 2000. 

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 and the City Council is committed to work with its partners in Salford to achieve these aims.

This is the First Annual Report of the Councils Race Equality Scheme and outlines what the Council has achieved over the past 12 months. 

The report also contains a section from each of the Council's 5 Directorates which gives a more detailed explanation of how they have performed.

As annexes to this report, year 2003/4 Action Plans for the Council as a whole and each Directorate are attached which outline how the Authority will take forward this agenda over the coming year

2. The City and Council Structure 

Salford is a predominantly urban area in the west of Greater Manchester. It covers an area of 37 square miles and had a population of around 229,300 at the 1991 Census. 

The ethnic minority population at the time of the 1991 Census was 4,845 (2.1%). This population was widely dispersed throughout the city with the major concentrations in the Blackfriars and Broughton and Eccles wards.

2.1
2001 Census

Since the Race Equality Scheme was published the results of the 2001 Census have been released. These have shown that the overall population of Salford has decreased and now stands at 216,103. Despite this reduction in the overall population of Salford, the ethnic minority population has increased dramatically and no stands at 3.9%. This is almost a 75% numerical increase and the breakdown is as follows:

White English







92.7%

White Irish








1.79%

White Other







1.63%

Mixed White and Black Caribbean




0.39%

Mixed White and Black African




0.15%

Mixed White and Asian






0.23%

Mixed other







0.23%

Indian








0.55%

Pakistani








0.45%

Bangladeshi







0.19%

Other Asian Background





0.20%

Black Caribbean



0.19%

Black African







0.33%

Other Black Background





0.06%

Chinese








0.55%

Other Ethnic group






0.36%

The diversity of the ethnic minority population has also increased. This is in part due to an influx of asylum seekers (through settlement) into the City over the past 4 years and also due to members of established communities in Manchester moving across the border to live in Salford. 

This has produced a new challenge for the Council and one that we have embraced over the past year. More detail of how the Council has responded in relation to this increase in ethnic minority population will be provided later on in this report and in the Directorate specific reports.

2.2
The City

Salford boasts a thriving University, a major teaching hospital in Hope Hospital, and a First Division Rugby League club, Salford Reds as well as a Second Division Club, Swinton Lions. There are modern, busy shopping precincts at Salford, Eccles, Walkden and Swinton, and Ellenbrook and Worsley feature some of the most sought-after housing in Greater Manchester.

The city is at the hub of the transport network, with the M602, M60, M61 and M62 motorways all within the city boundaries. There are excellent road, rail and air links, and the Metrolink tram system now extends to Eccles and Salford Quays from Manchester City centre.

A series of regeneration programmes are changing the city's most deprived communities. These programmes include: single regeneration budget funding, a £53 million New Deal for Communities scheme, two Sure Start programmes, a Health Action Zone and Excellence in Cities. Pockets of deprivation mean Salford is the fourth most deprived local authority area in the North West in the government's index of local deprivation.

2.3 The Council Structure

Salford Council has 60 councillors, or elected members, who represent particular areas, known as electoral wards. There are 20 wards and all have three councillors who serve for four years. Elections take place three out of every four years, when one seat in each ward is open for election. In 2004 due to boundary changes all seats will be contested.

The City Council is structured into six Directorates which are as follows:

· Chief Executive: 

Personnel and Performance
Strategy and Regeneration 

Housing Services
· Community and Social Services 

· Corporate Services 

· Development Services
· Education and Leisure
· Environmental Services 

Each Directorate will contribute a chapter in this report which will outline their work over the year against their Action Plan and other significant achievements. In addition to this, the annual report of each Directorate identifies Impact Assessments and the results of any service specific monitoring undertaken.

3. Training

On a corporate level various training has been undertaken throughout the year on issues relating to the Race Relations (Amendment) Act 2000.

All senior managers and Members were invited to attend specific training sessions on the Race Relations (Amendment) Act 2000 immediately before and after the publication of the Scheme. In all 8 half day sessions were held and training packs produced so as the training could be cascaded to all staff within the organisation. 150 people attended these training courses.

To ensure the material is widely available the Council has developed an e-learning training package on both the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000.

This package was distributed to each Directorate on CD ROM where it could then be loaded onto individual PCs or put onto network drives. In addition to this it is available in the e-learning suite where people can book time to complete the course.

Despite this being a relatively new project the initial results are encouraging. All Directorates have been asked to monitor the take up of this training and so far, for example, most of Strategy and Regeneration staff have completed the training as have a sizeable number of staff in the Education and Leisure Directorate.

This training has now been added to the equalities pages on the intranet/internet and it is hoped that this will encourage the completion of the training modules.

The training can be found at the following internet link:

http://www.salford.gov.uk/personnelperf/equalities/training.shtm
In addition to general training on the Race Relations (Amendment) Act 2000, the Council has provided specific training in the form of workshops for Directorates on the subject of Impact Assessments. These workshops were conducted over half days where Directorates had the concept of Impact Assessments explained to them and then had the opportunity to work through some Impact Assessments that they had started. The workshops were open to anyone in the Directorates who would be involved in the Impact Assessment process and the workshops were Directorate specific. Representatives from the following Directorates attended a workshop:

· Chief Executive 

· Corporate Services 

· Development Services
· Education and Leisure
The overall policy on training and development (including equalities and race training) places the responsibility for resourcing training on individual Directors. Activity will be outlined in the respective chapters in this report. 

4. Consultation

The Council's Race Equality Scheme was published in Draft form on 31 May 2002 and circulated for wide consultation. As part of the consultation the following groups were approached for their comment:

Internal Consultation

All Members

Cabinet

Equal Opportunities Forum

All Directors

Joint Staff-Side Secretaries

Salford Groups

The Link Project

Manchester Jewish Federation

Yemeni Community Society

Yemeni Development Action Group

Agudas Israel Housing Association

Greater Manchester and Broughton Park Jewish Housing Association

Pakistani Community Society

Bangladeshi Association

Muslim Welfare Association

Salford Primary Care Trust

The Walled Garden

The University of Salford

Salford and Trafford District Job Centre

Salford CAB

Salford CVS

Pendleton College

National Groups

Commission for Racial Equality (Manchester)

Commission for Racial Equality (London)

Equal Opportunities Commission

Trade Union Congress

Disability Rights Commission

Black MBA Association

NCVO

The Black Police Association

The Monitoring Group

Victim Support National Office

Joseph Rowntree Foundation

Refugee Council Commission on British Muslims and Islamaphobia

Greater Manchester Police

Government Office for the North West

North West Development Agency

Greater Manchester Learning Skills Council

The Benefits Agency 

Manchester Chamber of Commerce and Industry

Manchester Enterprises

In addition to the above groups being contacted, an advert was placed in Salford People with a free post coupon and a questionnaire. Salford People is a bi-monthly publication which is delivered to every address in Salford. By doing this it was hoped that we could attract comment from the citizens of Salford.

The draft Race Equality Scheme was also placed on the Council's internet site along with a questionnaire that could be filled in on line.

The results of this consultation was used to inform the publication of the finalised Race Equality Scheme in December 2002. The finalised Race Equality Scheme can be found at the following address:

http://www.salford.gov.uk/personnelperf/equalities/usefulresources/raceequality/
4.1
The Wider Consultation Issue

Currently there is a lack of consistent and comprehensive engagement with BME communities and other marginalised groups. As a result of this identified weakness a large amount of work has been undertaken within the Council over the last year. Below are a few examples of projects that the Council has set up to look at the issues relating to consultation in general (more of which can be found in the Directorates annual reports).

4.1.1
Best Value Review - Community Engagement

The Council is currently in the process of undertaking a 'Best Value Review' of community engagement and it is anticipated that a comprehensive consultation strategy will be the outcome. This review is scheduled for completion in the near future.

4.1.2
Community Cohesion Team

The Council has established a Community Cohesion Team to look at issues relating to cohesion within Salford. Part of the brief of the team is to comprehensively map the organisation structure and representation of BME communities in the city. The team is liaising with the local Community Network and other activities in achieving this (see below)

4.1.3
Consultation Network

The Council has recently become involved with the Local Strategic Partnership's Consultation Network. This network meets on a regular basis to swap good practice and knowledge in relation to consultation. It is hoped that the existence of this network will reduce the consultation burden on the local community and help organisations achieve effective consultation in the future.

4.1.4
Employment of a Hate Crime Officer

The Community Safety unit has employed a Hate Crime Officer to address the problems of Hate Crime in the borough. As part of this, the Officer has set up specific forum in terms of the following

Race hate crime

Disability hate crime

Homophobic hate crime

Religious hate crime.

These groups will be an important source of information from marginalised groups within Salford and can be used for selective consultation on issues that affect them.

4.1.5
Employment of a User Development Worker (Ethnic Minorities).

The Community and Social Services Directorate have recently employed a User Development Worker (Ethnic Minorities). This role is concerned with engaging with the BME communities within Salford in relation to issues surrounding health and social care. Recently the officer completed a comprehensive report into the views of the South Asian Communities in Salford in relation to health and social care. This piece of work uncovered some important information which will inform the development of services for this group in our community.

4.1.6
Supporting People

Housing Services have recently been awarded a substantial grant from the Office of the Deputy Prime Minister to carry out a substantial piece of research into the BME communities in Salford with the aim of studying access to housing and housing support. This piece of research is scheduled to end in May and should lead to the provision of a large bank of data on the BME communities in the borough. It should also create good practice examples from the BME communities themselves of how they would like to be engaged as well as toolkits for housing providers on the needs of BME communities.

The issue of community engagement and consultation is a complex one and one which the Council can not solve overnight. Despite this much has been achieved over the past year which will provide a good basis to improve upon in the coming year.

5.
Public Access to Information and Services

The Council, through a number of strategies, provides a wide range of information and formats for presenting that information.  These include:

· Publications, Reports and a large number of topic based documents;

· The Salford Council website;

· Internal communications systems such as an intranet for employees of the Council;

· Information and advice services to the public and organisations;

· Customer services;

· Participation in events on particular topics;

· Use of the media for advertising and press articles.

· SOLAR (Salford On Line Agenda and Reports)

The Council has acknowledged that it has in the past failed to provide this information in the most accessible format for some members of our community, including those from the BME community.

To go someway to rectifying this the Council has undertaken a number of initiatives over the year.

5.1
Language Line

The Council has contracted with the company Language Line to provide an immediate telephone translation service across all Council buildings. 

This is seen as a major step forward for the Council as for the first time members of the community who do not speak English as their first language can obtain immediate translation whether they telephone or turn up at any council building in person. 

Training has been provided for front line staff in reception areas and training materials have been made available to all directorates.

Although the service has not been operational very long, the initial signs are that it is identifying and plugging an existing gap in our service delivery to those people whose first language is not English.

For a full description of the services offered by Language Line please see the following link

www.languageline.com
5.2
Valuing Diversity in Communications

A corporate guidance document has been formulated and released which is entitled 'Valuing Diversity in Communications'. This is part of a wider 'Corporate Communications Strategy' being developed by the Council.

This document is a practical guide for members of staff which will assist them in all forms of communication with the Council's customers. This guidance starts from the premise that responding to the diversity of citizens is a fundamental part of the Council's customer care philosophy, not an add-on.

The purpose of the guidance is to help those planning and providing services to use appropriate forms of communication so as to comply with the Council's aims on diversity and inclusion.

This guidance is divided into two areas. Firstly, 'Language, Terminology and Etiquette' with helpful guidance on how to improve transactions between the Council and its customers.

Secondly, 'Access to Information' which addresses the more systematic issues about information delivery. This poses a number of difficult challenges for the Council. The guidance encourages promoting a positive image by diversifying our interface with the public.

The guidance document can be found at the following address:

http://www.salford.gov.uk/personnelperf/equalities/usefulresources/valuing_diversity.shtm
5.3
Positive Image Bank

To support 'Valuing Diversity in Communications' and the Communications Strategy, the Communication and Media team have compiled a image bank of positive images of people from minority ethnic communities and people with disabilities. It is hoped that by using these in all the Councils publications it will positively increase the image of these groups within the community in addition to increasing the positive image of the Council with these groups.

5.4
The Council Web Site

The Council web site has gone through a great deal of change over the past 12 months. The Council now has its own equality and diversity section on the site which has a great deal of information for both staff and the community as a whole. On this site people can find all the policies and procedures relating to equality and diversity along with useful guidance documents and training packages. This site also serves as a consultation mechanism with the wider world on draft policies and procedures.

The response to the site has been wholly positive as it enables all staff to obtain the most up to date policies at the touch of a button.

In addition to the equality and diversity pages on the site a great deal of work has also been undertaken to redesign the web site in terms of accessibility. The new style web site will be up and running by September 2003 and will contain significant and prominent sections in community languages

5.5
Other measures in relation to access to information and services

Directorates have made progress regarding access to information and services over the past 12 months and further details of specific actions they have taken can be found in their respective reports.

6.
Monitoring of Service Provision

Ethnic monitoring of service delivery is something that the Council has widened over the past 12 months and within Directorates a great deal of work has been done.

However it has proved much more difficult to implement than anticipated and monitoring is not a universal activity.

Guidance, called 'Equality of Service Delivery Monitoring', an integral part of the 'Equality of Service Delivery Policy' and has been updated to reflect the requirements of the Race Relations (Amendment) Act 2000. The document provides useful tips for implementing effective service delivery ethnic monitoring and provides sample forms for use etc. 

The document can be found at the following address:

http://www.salford.gov.uk/personnelperf/equalities/usefulresources/guidance_eosdp.shtm
Salford Direct (The Call Centre)

A notable example of good practice within the Council is the Call Centre. They have embraced the need for ethnic monitoring as a way of improving service delivery and have developed a system where by each call that is received by the call centre, the ethnic origin and other equalities data is logged onto a computer data base. 

This system, whilst in its infancy, works very well and has the added benefit that citizens who contact the Council via the call centre will only be asked the monitoring questions once.  Each subsequent occasion a person contacts the Council, their name will trigger their entry on the database and they will not be asked the monitoring questions repeatedly.

Over time, with more and more of the Councils telephone traffic being channelled through the call centre, this system has the possibility of providing comprehensive equalities monitoring data on all of our service delivery.

Other examples of good practice in relation to service delivery ethnic monitoring can be found in the Directorates respective annual reports.

7.
Equality Impact Assessments

The Council took the decision that the Race Equality Impact Assessment process that is proscribed under the Race Relations (Amendment) Act 2000 should be expanded to cover other equalities issues such as gender, age, sexuality, disability etc. The reason for this was to ensure that we improve our service delivery for all marginalised groups whilst at the same time helping meet our commitments to achieve level 2 of the Equality Standard for Local Government.

A guidance document entitled 'Guidance on undertaking Equality Impact Assessments' was produced soon after the Council's Race Equality Scheme was published. This document explains the impact assessment process in detail and provides lists of questions at each stage at the process that staff should be asking of the service. 

Whilst the impact assessment guidance is very processes orientated the aim of the impact assessment is the promotion of equality of opportunity and thus the outcomes of the Impact Assessment are of primary concern to the Council.

The Equalities Team has offered training to each Directorate on the Impact Assessment process as well as individual support as and when needed on specific impact assessments. 

However there has been a great deal of confusion as to when to undertake full impact assessments as there are no defined criteria to rely upon and therefore a high level of knowledge is needed to make an informed decision. This expertise is not widespread at the present time.

In recognition of this difficulty the Council is currently working on a clear set of criteria for Directorates to use when deciding whether to undertake a full impact assessment or not. The Council is also working to fully integrate the process into the performance improvement process, including the Best Value Reviews. In doing this the Council hopes to mainstream the impact assessment process and alleviate some of the problems experienced during the year.

8.
Complaints over the Year

The Council has received the following complaints over the year concerning its service delivery

Strategy and Regeneration- 

9

Environmental Services - 


23

Education & Leisure - 


4

Housing Services



274

Development Services - 


57

Community & Social Services - 

3

Corporate Services - 



16

Personnel and Performance

3

None of these complaints has concerned matters pertaining to race.

Unfortunately it is not possible to break down the origin of complaints received by ethnic origin as the majority of complaints are received by letter and as such do not contain this information. The Council has not yet developed a system to obtain this information from complainants.

9.
How the Council has performed in relation to the Employment Duties

Under the Race Relations (Amendment) Act 2000, the Council is required to monitor, by reference to the racial groups to which they belong, the numbers of:

i) staff in post, and

ii) applicants for employment, training and promotion, from each such group, 

iii) staff who receive training;

iv) staff who obtain benefits or suffer detriment as a result of its performance assessment procedures;

v) staff who are involved in grievance procedures;

vi) Staff who are the subject of disciplinary procedures; or

vii) Staff who cease employment with that person.


At the time of the publication of the Race Equality Scheme, there were a number of additional monitoring systems for which arrangements needed to be established.  

The Council has recently upgraded its computerised personnel system.  This is a fully integrated system which has the potential capacity to report on all of the above.  Introducing the new system is however an incremental process and has involved the transfer of old data.  Therefore not all records are complete and the statistics below are derived from a composite of electronic and paper sources.

In subsequent years a more comprehensive data set will be available.

STAFF IN POST

Below is a table, which outlines the ethnic origins of the staff in post by Directorate as of 31st March 2003.

Directorate
Percentage of Ethnic Minority Employees
Directorate
Percentage of Ethnic Minority Employees

Education & Leisure
1.16%
Environmental Services
1.38%

Schools
0.65%
Chief Executive:


Community & Social Services
3.15%
Strategy & Regeneration
4.6%

Corporate Services
4.37%
Housing Services
5.37%

Development Services
1.79%
Personnel & Performance
3.35%






Overall percentage of Ethnic Minority employees within the Council
1.64% including Schools

2.45% excluding Schools

As can be seen from the above table the percentage of ethnic minority staff that the Council employs is currently 1.64% of its total workforce.  This number is probably a slight under representation as it does not include the “Other Ethnic Origin” category, as this data is known to be unreliable due to data transfer problems.  Statistics in the future years will be able to include this category.

The Council has set a target for the representation of ethnic minority staff of 2.1% (1991 census data) for the past 5 years.

This year saw the publication of the 2001 census data which revised the percentage of Salford’s ethnic minority population up to 3.9%.  This figure has been established as the new target.  The Council is aware that it has a great deal of work to do to achieve the target and has allocated resources to support this in the 2003/4 Service Plan.

The Council will be more proactive in the employment of people from the BME communities especially in areas where the representation is poor.  The Council will also pay attention to the retention rates of people from the BME communities as data outlined later in this report points to concerns in this area.

BME representation varies widely between Directorates.  Development Services, Environmental Services, Education and Leisure and Schools all have representation of BME staff well below the Councils percentage as a whole.  In relation to schools based staff as there are 4614 staff in this section with a recorded representation of only 0.65%.  However the data held in relation to schools is unsatisfactory.

Out of schools total 4614 staff, there is no data recorded for 1110 employees and 886 employees have their ethnic origin recorded as ‘Other’.  This means that there is no reliable data for 43% of employees.

In terms of the non school-based Education and Leisure Directorate employees the situation the situation is similar.  Out of a total of 2067 staff, there is no data recorded for 448 employees and 349 employees have their ethnic origin recorded as ‘Other’.

The problems with data collection in Education and Leisure and in Schools are symptomatic of a larger problem concerning the collection of data from schools that have opted out of the Councils payroll function.  Work will be undertaken over the coming year to address this issue.

Below is a table that will be used by the Council for reporting purposes in relation to Best Value Performance Indicators.  The percentage in this differ from those outlined above as the Audit Commission have changed the criteria for reporting on the percentage of ethnic minority staff to where “the denominators are limited to staff who answered the relevant question for the indicator concerned rather than all staff”.  Therefore totals exclude those where there are data collection gaps.

The 2002/03 Performance Indicator statistics are as follows:

WORKFORCE STATISTICS BY ETHNICITY AS AT 31ST MARCH 2003






DIRECTORATE
Total
Ethnic Minority


No. emps
No.
%

Chief Executive:









Strategy and Regeneration
96
5
5.21%






Personnel Services
141
5
3.55%






Housing Services
86
5
5.81%






Community & Social Services
1720
58
3.37%






Corporate Services
653
17
2.60%






Development Services
483
9
1.86%






Education & Leisure
1594
26
1.63%






Environmental Services
419
6
1.43%











SUB TOTALS
5192
131
2.52%






School Based Staff:-









Teachers
1513
12
0.79%






Non Teaching
1231
12
0.97%






Retained Staff
749
6
0.80%






SUB TOTALS
3493
30
0.86%











TOTALS
8685
161
1.85%






01.04.02 Total 9909




31.03.03 Total 8685




APPLICATION FORMS SENT OUT FOR JOBS

Looking at the data as a whole the Council attracts a good level of requests for application forms from Ethnic Minorities.  On average around 7% (over 10% in some areas) of all applicants are from the Ethnic Minorities.  This figure is almost twice the figure of ethnic minority population within Salford and reflects the wider area population (Greater Manchester, North West) reasonably well.

Schools are only attracting between 1.5%-2.11% of applications from ethnic minorities.  This figure is below the populations for Salford as a whole and significantly below the figures for the surrounding area.

Education and Leisure (2.7–4.73%) and Personnel and Performance (2.2–4.1%) are also comparatively low.

NEW STARTERS DURING THE YEAR COMPARED TO PERCENTAGE OF ETHNIC MINORITY APPLICANTS

As can be seen from the data the Council has some areas of concern in relation to the percentage of new starters in relation to the percentage of applications received from ethnic minorities.  The widest discrepancies exist in Environmental Services, Education and Leisure and Schools.

In Environmental Services over the course of the year there were 102 new starters.  Out of these new starters none were from the ethnic minorities. Between 3.2 – 5.15% of their 1874 applications are from ethnic minority people. If this was reflected in appointments between 4-6 of the 102 new starters would be from the ethnic minorities.

Similarly if the application level was reflected in appointments we would have been expected that Education and Leisure would have had 14-25 new starters from the ethnic minorities and Schools would have had 10-18 new starters from the ethnic minorities.  

Community and Social Services had 248 new starters during the year of which 8 were from the ethnic minorities (3.22%).  Again this is lower compared with the with the application rate of this group of between 4.57 – 7.5%.  

In some Directorates due to the small numbers involved the results are of doubtful value however the overall picture indicates a disproportionate underachievement by ethnic minority candidates within the selection process.  The reasons for this could be diverse and more investigations are required in the coming year.

It must be noted that the number of new starters during the year does not exactly correlate to the number of vacancies during the year.  Due to the passage of time within recruitment process, some new starters during the year will have been applicants the previous year and some applicants will become new starter in the following year.

APPLICANTS FOR EMPLOYMENT 1 APRIL 2002 – 31 MARCH 2003 BY ETHNIC ORIGIN CODE

Directorate 
Total number of Application forms sent out
Total Number of Applications returned
Percentage Applications returned from ethnic minorities
Number of new starters in the Directorate during the year
Number and % of jobs going to people from the Ethnic Minorities








Chief Executive:






Strategy and Regener

ation
4679
2964

(1702 with ethnic monitoring data)
7.08% (of all applications)

12.33% (of applications which have ethnic monitoring returned with them)


40
3

7.5%

Personnel and Perform

ance
1691
1082

(572 with ethnic monitoring data)
2.2% (of all applications)

4.2% (of applications which have ethnic monitoring returned with them)


37
1

2.7%

Housing Services
5801
3551

(2127 with ethnic monitoring data)
5.46% (of all applications)

9.12% (of applications which have ethnic monitoring returned with them)


70
3

4.2%

Community & Social Services 
12827
8128

(4952 with ethnic monitoring data)
4.57% (of all applications)

7.5% (of applications which have ethnic monitoring returned with them)


248
8

3.22%

Corporate Services
4841
3090

(1940 with ethnic monitoring data)
6.63% (of all applications)

10.56% (of applications which have ethnic monitoring returned with them)


68
3

4.41%

Development Services
3883
2539

(1498 with ethnic monitoring data)
2.2% (of all applications)

3.91% (of applications which have ethnic monitoring returned with them)


102
0

0%

Education and Leisure
11246
7313

(4270 with ethnic monitoring data)
2.2% (of all applications)

3.91% (of applications which have ethnic monitoring returned with them)


632
2

0.31%

Environmental Services
2922
1874

(1164 with ethnic monitoring data)
3.2% (of all applications)

5.15% (of applications which have ethnic monitoring returned with them)


102
0

0%



Schools
12864
8240

(6108 with ethnic monitoring data)
1.56% (of all applications)
686
1

0.14%



APPLICANTS FOR AND WHO RECEIVE TRAINING

There is not a system for monitoring applications for training and records of who has received training by ethnicity. 

This year the SAP computerised personnel/payroll system has been configured to enable training records to be held against personal data. Implementation of this capacity across all services will take a number of years. It is anticipated that partial data will be available in next years report.

APPLICANTS FOR PROMOTION

People are employed on a fixed scale. Any further progression is dependant upon an individual applying for and being successful in a job application for another post.

STAFF WHO BENEFIT OR SUFFER DETRIMENT AS A RESULT OF ITS PERFORMANCE ASSESSMENT PROCEDURES

Employees within the Council are not subject to performance assessment procedures related to pay. Appraisal has no bearing on progression up their incremental scale. For staff to suffer a detriment due to their performance would require the use of the disciplinary procedure and will be addressed in that section. The Council is currently undergoing a Job Evaluation exercise which will be completed by 2004.

STAFF INVOLVED IN GRIEVANCE PROCEDURES

The following table gives details of all staff involved in grievance procedures over the past 12 months

Directorate
Total Number of Grievances 
Ethnic Origin’s of Complaints
Stage reached
Number upheld
Number dismissed

Chief Executive:






Strategy and Regeneration
3
2 White

1 Asian
1

2
0

1
0

Personnel & Performance
0
0
0
0
0

Housing Services
6
6 White


3 stage 1

2 stage 2

1 stage 3
0
6

Comm & Social Services
2
2 White
2


2
0

Corporate Services
0
0
0
0
0

Development Services
0
0
0
0
0

Education & Leisure
1
White

1
0

Environmental Services
0
0
0
0
0

STAFF SUBJECT TO DISCIPLINARY PROCEDURE

The table below gives details of all staff who have been subject to disciplinary procedures over the past 12 months

Directorate
Total Number of disciplinaries
Ethnic Origin’s of complainants
Types
Outcome

Chief Executive:





Strategy and Regeneration
2
White
Gross Misconduct 1

Misconduct 1
1 Oral Warning

1 Final Written Warning, increment stopped and pay stopped.

Personnel & Performance
1
White
Misconduct
Oral and 1 days pay lost

Housing Services
6
5 White

1 Black other
3 misconduct 

3 Gross misconduct
3 Dismissed

2 final written

1 oral

Comm & Social Services
9
7 white

1 Pakistani

1 Other
5 misconduct  4 gross misconduct


2 Oral Warning

2 First Written Warning

3 Final Written Warning, 

2 Dismissal.

Corporate Services
8
All White
Gross Misconduct 2

Misconduct 1
2 Dismissed

6 Ongoing

Development Services
1
White
Gross Misconduct
Dismissed

Education & Leisure
15
All White
Capability 3

Misconduct 10

Serious misconduct 2
Resignation 3

Oral warning 2

1st Written 3

Final Written 2



Environmental Services
4
White
2 Misconduct

3 gross misconduct
2 dismissed

1 final written

1 first written

STAFF WHO CEASE EMPLOYMENT

Below is a table which outlines the staff who have left the Authority over the past year.

STAFF WHO CEASE EMPLOYMENT

Directorate 
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
No
TOTAL

Chief Executive























Strategy and Regeneration
21



1










3




1
26

Personnel & Performance
19














4




3
26

Housing Services
41



5










3
2



8
55

Community & Social Services
166
1
1
1
1
3
2
2



1


2
14
3
1
1

27
226

Corporate Services
37
1
3












1
1



9
52

Development Services
49
1





1







5




4
60

Education & Leisure
215
3
6




1



1



130
13



402
771*

Environmental Services
32











1


6


1

1
41

SUB TOTAL
580
6
10
1
3
3
2
4
0
0
0
2
1
0
2
166
19
1
2
0
455
1257

























Schools
202
7









1



167
2
1
1

243
624

























SUB TOTAL
202
7
0
0
0
0
0
0
0
0
0
1
0
0
0
167
2
1
1
0
243


























TOTAL
782
13
10
1
3
3
2
4
0
0
0
3
1
0
2
333
21
2
3
0
698
1881

*This figure is very high and includes the staff from schools who have opted out of the City Councils Payroll function as the SAP system recognises them as Leavers.

KEY

Ethnic Origin







Code

Text

1

White, English

2

White, Irish

3

AN Other White Background

4

Black, African

5

Black, Caribbean

6

AN Other Black Background

7

Indian

8

Pakistani

9

Bangladeshi

10

AN Other Asian Background

11

Chinese

12

White & Black Caribbean

13

White & Black African 

14

White & Asian

15

AN Other Mixed Background

16

Other Ethnic Group

17

Non Declared

18

White, Welsh

19

White, Scottish

20

Any other Chinese Background

It can be seen from the above data that the percentage of leavers across the Council as a whole does not show any anomalies between ethnic groups.  

10.
REVIEW OF THE ACTION PLAN

The Race Equality Scheme Action Plan consists of 6 Directorate Action Plans and progress against these is examined in each Directorate’s section in this report.

Progress against the Action Plans has not been as great as was identified in the Race Equality Scheme. In hindsight Directorates were too enthusiastic in drawing up their action plans in light of what could be realistically achieved during the year. 

Below is the Year 1 Corporate Action Plan and the Employment Action Plan identifying what has been achieved. It can be seen from the two Action Plans that some headway has been made over the year and there is a firm basis for growth in year two. Also a number of achievements were not included in the plan.

All that has not been achieved will be included in the year 2 Action Plan if it is still relevant.

CORPORATE ACTION PLAN 2002 –2003 


Key Task
Target
Who
Achieved
Not Achieved 

1
Develop a vision and comprehensive strategy across the Council to respond to and value the needs and differences of an increasingly diverse community.
March 2002 
Cabinet
· Corporate Equality Plan out for consultation

· Integrated Equal Opportunities Policy implemented

· Race Equality Scheme finalised
Existence of a Steering Group across Salford Partnership

2
Achievement of level 2 of the Equality Standard for Local Government
March 2003
Director of Personnel and Performance
· Standard Adopted by all Directorates.

· Equality Impact Assessment started across most Directorates 

· Equalities Officer Working Group established to monitor the process

· Information and monitoring systems in development

· Systems of self assessment, scrutiny and audit have been investigated and are some way towards being established

· Corporate Equalities Plan developed

· Evidence collection started in most Directorates

· Race/Equalities Groups established in most Directorates


· Level 2 not achieved

· Target revised to the achievement of level 1 & 2 by March 2004

· Race/Equalities Groups not established in all Directorates

· Race Equality in Contracts not adequately addressed. 

3
Increase representation and participation of BME groups in Community Committees
March 2004
Deputy Leader of the Council

Director of Community and Social Services 
· Some Ethnic Minority champions appointed on to the committees

· Peer Review Group 4 is looking at the problems surrounding this issue.
· Represen tation has not been increased.  Target to be carried over to year 2 

· Not enough ethnic minority champions have been appointed on to the Community Committees.

4
Ensure that responding to and valuing the needs and differences of an increasing diverse community is embedded in all performance management systems
March 2003 
Chief Executive

Director of Personnel and Performance

Directors
· These issues some way to being incorporated into the Scrutiny process 

· All councillors received an E-Learning package  on the Race Relations (Amendment) Act 2000.

· Director of the Commission for Racial Equality (North) attended the Councillors residential training weekend to discuss issues surrounding race 

· Councillors have been given a summary of the Race Equality Scheme and were invited onto training on the Race Relations (Amendment) Act 2000

· Monitoring of all services in relation to ethnic origin started in some areas 
· These issues not fully embedded into the scrutiny process 

· Few Councillors attended training on the Race Relations (Amendment) Act 2000

· The issues have not been fully integrated into the service plans of Directorates.

· Not enough arrangements have been established to date to ensure inclusion in all Best Value Reviews of this agenda

· Not enough monitoring of service delivery in terms of ethnicity undertaken

· Employment monitoring systems are not yet adequate to provide the monitoring data needed.

5
Establish a consultation and engagement strategy of BME communities and their representatives
September 2003 
Chief Executive
· Availability of interpretation and translation services to meet need has increased through Language Line contract

· Positive images of diverse communities included in all publications.

· Valuing Diversity in Communications guidance developed to assist people in ensuring information is appropriately delivered.

· Corporate Communications Strategy in development

· Web based consultation developed on equalities issues via the equalities web site
· Best Value  Review on community engagement not yet completed

· Consultation Strategy not developed

· Consultation still as hoc and unfocused.

6
Consultation and engagement practice routinely includes all BME communities and their representatives
March 2005
Chief Executive
· Some progress made (see main body of the report)
· Consultation still generally does not reach BME Communities appropriately

7
Review the Procurement Strategy
March 2003
Director of Corporate Services
· Officers attended a Race Equality in Council Contracts seminar 


· Integration of Equality considerations into procurement and practice not yet achieved.  Much work still needed to achieve this

Employment Duties Action Plan 2002-2003 (only those Actions relevant to the year 2002-2003)


Key Task
Target
Who
Achieved
Not Achieved 


Institute effective monitoring of training and development participation by utilising Personnel Computerised Management Systems (SAP)
Jan 2003
Senior Principal Personnel Office (OD&E)
· SAP configured to be able to do this

· Training has been given to people on how to use the system for this purpose
· Not yet been able to transfer the database onto the SAP system


Review all Personnel Policies and Procedures - taking particular cognisance of potential impact on BEM employers and potential employers 
To March 2005
Head of Personnel
· New Policies Developed:

Access Strategy

Valuing Diversity in Communications

Integrated Equal Opportunities Policy

Flexible Working Policy

Revised Maternity Guide

Homeworking Policy

Revised Disciplinary Policy

Violence to Staff Policy

Corporate Equalities Plan
· Impact Assessments undertaken on most new policies

· All new policies and those reviewed in light of their potential impact on BME employees
· Impact Assessments not undertaken on all new policies

· Insufficient monitoring data to assess the full impact of policies


Publish Integrated Equal Opportunities Policy
Dec 2002
Principal Personnel Officer (OD&E)
· Policy published and disseminated



Improve the position of the Council as an employer of choice for BEM citizens
March 2003 (ongoing)
Head of Personnel
· 1.68% of workforce from BME Communities

· 3.6% of applicants for job vacancies from BME Communities

· 1.2% of successful applicants from BME Communities

· 1.36% of BME workforce from Communities in the top 5% of earners
· Target of 2.1% not achieved

· % applicants shortlisted from BME Communities not available due to deficiencies in data

· Drop off between application and selection not understood

· Failed to meet the target of 1.86% of BME workforce in the top 5% of earners




Review operation of Dignity at Work Policy in ensuring that Racial Harassment is eliminated from workplace
March 2003
Senior Principal Personnel Officer (OD&E)
· Number and nature of complaints



Achieve ethnic monitoring of all relevant Personnel functions
Sept 2003
Head of Personnel
· SAP system has been configured to take into account religion

· Equalities monitoring exercise undertaken with all staff to achieve comparable data with the 2001/2 Census

· Reasonable data produced for the Race Equality Scheme annual report


· Still major problems in the system when reporting on ethnicity

· Major problem in some Directorates in relation to the collection of ethnic monitoring data of their staff




Achieve accurate statistics of workforce
Sept 2003
Head of Personnel
· see above
· Data on school based staff far from accurate

· Systems for collection of data from schools not established

 

11.
THE WAY AHEAD YEAR 2

Each Directorate will continue to work towards its revised Action Plan during Year 2 of the Scheme (these can be found as Annexes to this document).  The main thrust of the work corporately will be to consolidate the progress made in Year 1 of the scheme and to pay particular attention to the following areas:

· Improving service delivery ethnic monitoring across the Council

· Achieving of Levels 1 and 2 of the Equality Standard for Local Government by March 2004

· Establish a coherent strategy for undertaking Impact Assessments and the integration of the process more fully within Best Value and service improvement

· Full integration of equality consideration (including race equality) into the procurement function of the Council

· Increase consultation and engagement with the BME Community

· Increase the representation of marginalised groups on the 9 Community Committees within the City of Salford

· Further develop and expand the role of the Equality Officer Working Group as the co-ordinating body on equalities within the Council

· Work towards the integration/mainstreaming of the equalities (race equality) agenda within the Scrutiny process and develop comprehensive self assessment procedures

· Publication of the Corporate Equality Plan

The key challenge in Year 2 will be to keep the momentum up in relation to the Race Relations (Amendment) Act 2000 whilst at the same time working concertedly to achieve levels 1 and 2 of the Equality Standard for Local Government.  Both are extremely large agendas and they will demand leadership from the highest level to ensure they are achieved.

APPENDIX A-

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

The Division has been restructured since the publication of the Race Equality Scheme in May 2002.

The new structure can be found below:



Director of Personnel and Performance









Media and Communi

cations
Performance Development
Workforce Planning and Employment
Police and Scrutiny Support
Occupational Health and Safety

3. Main Functions of the Division

The Division employs 132 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

· Communications and Public Relations

· 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 has been at the forefront of developing training around the Race Relations (Amendment) Act 2000. Over the year it has delivered training within the directorate and to other Directorates in three different areas.

E-Learning CD

The Equalities Team has developed an e-learning package on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000. This has been circulated to all Directorates and has been put on the Internet and intranet. The take up of this training package has been extremely good and the feedback is very positive. Many people within the directorate were involved in testing this package and many more have completed the training.

Half day sessions on the Race Relations (Amendment) Act 2000

The Equalities Team organised half day sessions on the Race Relations (Amendment) Act 2000 for managers. The intention of these sessions was to equip managers with the necessary knowledge and skills to fulfil the general and specific duties placed on the Council by the legislation. In addition to this, managers were given a cascade training package to enable them to deliver some awareness raising training in their teams. Many managers from within the Division went on this training.

Lunchtime Briefing on the Race Relations (Amendment) Act 2000

A lunchtime briefing open to all divisional staff was held on the Race Relations (Amendment) Act 2000. This was well attended and the aim was to raise awareness of the legislation and the duties which it places on the Council. This briefing concentrated a great deal on the employment duties.

Impact Assessment Workshops

Each Directorate was given the opportunity to attend a directorate specific workshop on impact assessments. The aim of these workshops was to work through impact assessments already underway and iron out any difficulties that the Directorates were having in relation to the process.

In addition to the above the Division has also undertaken some generic equalities training over the year and has given many talks to directorates and internally on the Race Relations (Amendment) Act 2000.

5. Consultation

The Division has undertaken consultation over the year in relation to the Race Equality Scheme. This is covered in the corporate report. 

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

Currently, there is a lack of engagement with BME communities and other marginalised groups. To support corporate initiatives to address this issue the Division is actively engaged in;

· Community Cohesion project

· Best Value Review on Community Engagement

· Peer Group 4

· Local Strategic Partnership Consultation Network

· Capacity Releasing Strategy Steering Group

6. Public Access to Information and Services

At the time of publication of the Race Equality Scheme, the public had difficulty accessing the information and services that the Division offered. Most of the information is for internal purposes and as such was always produced in paper form. 

During the past year the Division as done a lot to improve the publics access to information and services some examples of which are outlined below. 

A guidance document called 'Valuing Diversity in Communications'. This document is a guide for people in the Council to providing information and services in an accessible manner and forms part of a wider Communications Strategy which the Division is developing. The guidance concentrates on cultural etiquette, disability etiquette, practical hints and guidance on producing information for people with disabilities and language needs, physical barriers to buildings and services etc. The document also sets out the Councils minimum standards on translation of documents.

An Equalities Web Site. On this site is located 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 opens up the consultation process.

There is a Council policy that if requested we would translate any document into other languages as requested. This was not widely known about and as a result the Division was hardly ever asked for translation.

A contract with Language Line to provide telephone interpretation across the whole Council for people who have difficulty in communicating with us in English. The contract was set up so as people with alternative language needs can obtain the best possible service when they come into contact with Council officers without the need to wait until an interpreter can be found. The service provides translation and interpretation in over 140 languages within seconds by highly qualified interpreters specifically trained to interpret in the public sector. 

The Division is in the process of developing a corporate language panel to be used on all printed publication. This panel will be the corporate minimum and Directorates are welcome to use their own language panels which exceed this minimum standard. It is hoped that this will be available in the near future.

Over the year the Division has improved how it enables the public to access its service of recruitment. This is the major service that is provided for the public. It has made it possible for people to apply for jobs on line and download all the necessary information that is needed. The Division is also exploring different ways of recruitment to respond to the increasing difficulties faced in recruiting enough staff to certain jobs. These methods such as job open recruitment days have proved very successful and will be expanded over the coming year.

During the coming year the Division will continue to make its information more accessible to the public and will increase the use of translation where appropriate. For further details please see the Year 2 Action Plan.

7. Monitoring of Service Provision

The Division undertakes little service provision to the public other that the recruitment function of the Council. Recruitment monitoring is explored in detail in the Corporate report along with a full analysis of the data in line with the specific duties placed on the Council in terms of employment.  

Over the coming year the Division will concentrate on those actions outlined in the Year 2 Employment Action Plan at Annex J

8. 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

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

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

Between 1 April 2002 and 31 March 2003 the Division received 3 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. 

10. Review of the Action Plan

Action Plan Personnel and Performance
 
Key task
Target
Who
Measured by
Progress

1.
Roles and responsibilities
 
 
 
 

 
Set roles and responsibilities for implementing the Action plan
May 02
Director
Report to Senior Management Group
Achieved

 
Identify lead / co-ordinating officer within the Directorate to take overall responsibility for the Action Plan
May 02
Director
Officer in post and identified in the Race Equality Scheme
Achieved: Senior Principal Personnel Officer

 
Communicate roles for implementation of the Action Plan to Managers / officers (i.e. who will be undertaking the impact assessments)
Dec 02
Senior Principal Personnel Officer
Reflection of work required in individual, team and Directorate workplans
 Part achieved: Needs consolidating with reference to Scrutiny and Best Value

2.
Identify areas for conducting impact assessment from business planning process:
 
 
 
 

 
Identify new policies or those likely to substantially change
July 02
Senior Principal Personnel Officer
New policies and impact assessment projects identified in corporate planning documents 
 Ongoing

 
Allocate responsibility for conducting Impact Assessments
Dec 02
SMG
Resources allocated in budget documents.
Workplans reflecting work needed.
 Included in 2003/4 Service Plan

 
Undertake impact assessments on those policies outlined in the assessments of functions and policies as being high priority
March 2003
Individual managers
Reports published on Impact Assessments
 Ongoing

 
Agree Initial Action Plan for Years Two and Three
March 2003
Director
New action plan produced
 See Annex

 
Quarterly Monitoring Reports to SMG on employment monitoring data
Dec 02
Mar 03
Senior Principal Personnel Officer
 
 Not yet reported

3.
Update the Equal Opportunities Policy
September 2002
Principal Personnel Officer
New integrated policy issued and disseminated
Achieved

4.
Support achievement of Level 2 of the Equality Standard for Local Government
March 2003
Principal Personnel Officer
Achievement of Level 2
Officer Working Group established and supported. 

Target now March 2004

5.
Support achievement of Level 3 of the Equality Standard for Local Government
March 2004
Principal Personnel Officer
Achievement of Level 3
 Target put back – to be reviewed in March 2004

6.
Ensure all social work training placements under revised regulations are informed by Race Relations (Amendment) Act 2000 
September 2003
Senior Training Officer
Placements Reports
 Work ongoing

7.
Develop a computer based training package for use within directorates to assist them in training their staff on the Race Relations (Amendment) Act 2000
Nov 2002
Senior Principal Personnel Officer
Training package produced and circulated
Achieved

8.
Ensure that the duties under the Race Relations (Amendment) Act 2000 are conveyed to Members and Members are provided with training materials to assist their understanding
Nov 2003
Senior Principal Personnel Officer
Computerised training package given to all Members
 Further Member training planned for Autumn

9.
Ensure images of Salford used in publicity etc reflect diversity of communities
From May 2002
Assistant Director Communications and Media Relations
Images in the publicity reflect the diversity of communities
Guidance issued to all Directorates

10.
Ensure that images of Salford are promoted to the media with a BME audience
From May 2002
Assistant Director Communications and Media relations
Images in the publicity reflect the diversity of communities
Guidelines introduced

11.
Integration of equal opportunities into Best Value methodology (comparison, Consultation, Challenge and Competition)
September 2002
Assistant Director Best Value and Performance
Best Value methodology incorporates equal opportunities
 Proposals under consideration

11. The Way ahead, Year 2

Over the coming year the major focus of the work will be to consolidate the achievements made in the first year and keep the momentum up within the Council to progress the agenda and continue to provide the support needed by the other Directorates. 

Much of the resources during the coming year will be devoted to co-ordinating the achievement of levels 1 and 2 of the Equality Standard for Local Government. While this is a generic standard, achieving these levels will go a long way towards meeting the duties imposed upon us by the Race Relations (Amendment) Act 2000. 

Another major focus will be the development of stringent race equality clauses for inclusion in all contracts and procurement initiatives. In addition to this, systems for monitoring provider companies on their performance on race equality will need to be developed.

The Division will also focus on developing effective systems for the collection of employment monitoring data as undertaking the annual report process has identified some deficiencies in the current system.

An important action is to embed the equalities agenda (including responsibilities under the Race Relations (Amendment) Act 2000) firmly within the Scrutiny process. In this way the Council can establish robust self-assessment processes which are needed to progress the agenda.

Another key action of the Division will be to ensure that the Impact Assessment process is fully integrated into the performance improvement and Best Value Reviews.

For a full explanation of what the Division intends to do in the coming year please see the Year 2 Action Plan at Annex B 

 APPENDIX B

Strategy and Regeneration Annual Report into Progress on the Race Relations (Amendment) Act 2000

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 and the City Council is committed to work with its partners in Salford to achieve these aims.

The report provides 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 divisions progress on the Race Equality Action Plan 2002/03 and the division’s Race Equality Plan for 2003/04. 

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 

The divisional senior management structure changed in Summer 2002, to include a Head of Regeneration who is responsible for the operational management of the division.  

3.
Main Functions of the Directorate

The main functions of the division are :-

· Driving the Community Plan and Pledges

· Pledge 4 – A Safer Salford

· Pledge 5 – Stronger Communities

· Supporting the Pledges

The division has responsibility for amongst other things corporate strategy and policy, resource procurement, European funding, regeneration, 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.  

Following the recent retirement of the Director of Housing Services we are now accelerating the combination of the Housing Strategy function with the existing Strategy and Regeneration service to create a new Strategy and Regeneration Division under Charles Green’s overall direction. 

Charles Green took over the combined Director responsibility on the 1st April 2003 and will retain his existing title as Director of Strategy and Regeneration. Bob Osborne is Head of Housing and Ruth Fairhurst is Head of Regeneration.

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.  

In July 2002 a lunchtime learning and sharing session was held on the Race Relations (Amendment) Act 2000, which was open to all staff in the division.  

Within the division approximately 65% of staff have completed E-Learning Modules on the Race Relations Act.  Members of staff who have not yet completed the modules will do so by the end of June 2003.  As a result of the training, a number of staff requested further information on the different cultures in Salford, in response to this a cultural guide ‘Faces of Britain’ has been circulated.     

In addition, the Community Safety Unit has run one full day’s training for all staff on diversity issues.  Training is ongoing – all staff in the Unit are due to attend a further two days training on diversity issues.

Further training is needed for staff in Strategy and Resources, Economic Development and Executive Services on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000, as well as training on equalities in general.  A detailed training plan will be developed and implementation will begin this year, which will include awareness training with a diagnostic element to allow us to plan further training in the future.   

5.
Consultation

The division’s approach to consultation has improved over the year and is now much more focussed. 

A ‘Hard to Reach’ PA worker has been appointed in the NDC area.  The role of this worker is to engage ‘Hard to Reach’ groups in consultation and participation, including Black and Minority Ethnic groups.   

A 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 has focussed on five priority groups, and these include 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 Social Inclusion Forum 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.

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, which 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 Project ‘Good Practice Involving Communities’ aims to simplify and reduce consultations carried out with Salford residents and service users and promote their involvement in decision making.  It will build a partnership system for collating information for involvement and participation and ensure it is widely used.  Through the development of the new Consultation Workers Network, it will enable staff and volunteers with skills and knowledge in consultation and participation to collaborate more effectively.  The project will promote learning and organisational development and change to increase the participation of all Salford residents.   

The Community Safety Unit has part time support from a consultative worker employed through the Greater Manchester Police Authority.  They carry out a planned programme of focused consultation with communities in relation to crime and disorder issues.  This includes focused work with black and minority ethnic communities that is fed back to the Crime and Disorder Partnership to influence service delivery.

In addition to this, as part of the Hate Crime Initiative, the Community Safety Unit has set up three hate crime forums with representatives from relevant groups and organisations to consider issues relevant to these groups.  One of these is the Black Multi Ethnic Forum.

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,   

Since December 2002, the services of Language Line have been used four times within the division, for translation in Arabic and Mandarin.   

Staff in the Community Safety Unit have been trained in the use of Language Line.  The Neighbourhood Liaison Workers have already found the service useful in engaging with the communities they serve.

Any documents, strategies or leaflets produced by the division will 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 leaflet was originally translated for a welcome event for Asylum Seekers, which was attended by over 80 Asylum Seekers.  


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.     

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 ability to monitor the numbers of BME people accessing services is now established.  A full year can be monitored this financial year (2003/04).  

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 – 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.

Community Safety - The Community Safety Unit (CSU) provides a service to witnesses, offering them support throughout court cases.  As part of the development of this service, a database is being set up to manage client information in 2003/04.  The information will include 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 2002/03, of the 7 schemes that were awarded a grant, 5 of them included businesses run by people from BME communities.

The 2002-2005 Salford Crime and Disorder Strategy has a tear-off FREEPOST slip that can be used to request a translation of the Strategy into a number of different languages.  So far, the CSU has received one request for translation into Farsi.

The CSU has access to the Language Line Service and monitors calls that are made by staff to this service.  So far, it has been used by the Neighbourhood Liaison Officers to communicate with members of the public.

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

8.
Equality Impact Assessments

Within the division a number of policies have been identified which will require equality impact assessments, these are outlined below 

· Community Safety Communications Strategy

· Crime and Disorder Reduction Strategy

· Juvenile Nuisance Strategy

· Criteria for access to crime prevention and target hardening schemes (to be confirmed)

· Strategy to address the needs of BME communities for the Witness Outreach Service (2003/04)

· Employment Plan

· Central Salford Prospectus

· Social Inclusion Framework 

· HMRF

Work on equality impact assessments has not started as yet, due to time constraints and heavy workloads within the division.  Members of staff who have responsibility for completing equality impact assessments would benefit from training to enable to complete them properly.  Appropriate training on how to complete them, needs to be sought promptly.  In addition to this the division needs to ensure that impact assessments are integrated in to section work programmes and individuals work plans, to ensure that time is allocated for them to be completed.    

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 referred to the appropriate City Council Directorate, under the complaints procedure, in order for a response to be prepared.  

Between the period 1st April 2002 and 31st March 2003 the Directorate received 145 complaints addressed to the Chief Executive which could be further broken down, by Directorate, should this information be required.  Please note that complaints for the Leader and Deputy are not included here.  However, again this information is available on request.  

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

10.
Review of the Action Plan

Outlined in appendix 1 is the division’s progress on the Race Equality Action Plan 2002/03.  

STRATEGY AND RESOURCES - PROGRESS ON RACE EQUALITY ACTION PLAN 2002/03



KEY TASK
TARGET
WHO
ACHIEVED
NOT ACHIEVED



YEAR 1

1.
To ensure that regeneration programmes (e.g. SRB, NDC, European etc.) are managed effectively and that BME groups benefit fully from programmes
Ongoing & every quarter
Alan Caddick

Sue Ford

Mary Maguire


SRB 5 – The ability to monitor the numbers of BME people accessing services is now established.  A full year can be monitored, this financial year (2003/04).

European – All projects receiving ERDF or ESF funding collect a range of information, including ethnic origin.  This information is held by the individual project managers and is not collated by the Strategy and Resources Section. 

NDC – A number of BME groups have been engaged in consultation and participation in the NDC process through the ‘Hard to Reach’ PA Worker.  


SRB 5 - To date information collected on the number of BME groups benefiting from the SRB 5 programme has not been comprehensive.  The data for 2002/03 is not accurate.   

European – Information is currently held by the individual project managers and is not collated by the Strategy and Resources Section.  Therefore, the number of BME groups benefiting from the European Programme is not available.  

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.

2.
To ensure the maximum involvement of BME groups in the NDC Programme
Ongoing
Alan Caddick
A ‘Hard to Reach’ PA worker has been appointed in the NDC area.  The role of this worker is to engage ‘Hard to Reach’ groups in consultation and participation, including Black and Minority Ethnic groups. 
Systems need to be improved to properly monitor the number of BME groups that are involved in the NDC Programme.  

3.
Local Strategic Partnership - to prioritise the engagement of BME groups e.g., by learning from other LSP's.
Ongoing &every quarter
Sheila Murtagh
A Community Network has been developed, which has focussed on black and minority ethnic groups, refugees and asylum seekers and faith communities amongst other priority groups.  
Work is progressing to establish representative groups of these communities who can be engaged in consultation and participation exercises.

4.
To promote good practice in community involvement across the LSP through the employment of officers in the statutory and voluntary sectors (to be funded through SRB5 & CEF).
Ongoing
Sheila Murtagh
The SRB 5 budget has been used to appoint a Community Cohesion Co-ordinator, which has been matched by a secondee from the Education and Leisure Directorate.  Their role is to support new strategic developments i.e. the Community Network and the Social Inclusion Forum and to work across the Salford Partnership to promote community cohesion in action and appropriate policy changes.
Additional staff will be appointed to the ‘Good Practice in Community Involvement’ project.  These staff will develop the engagement of all ‘hard to reach’ groups.  

5.
Social Inclusion/Community Plan - to develop an Action Plan for prioritising BME communities in Capacity Releasing.
JUL-SEPT. & ongoing
Dizy Martin 

Tim Jones 
A draft action plan has been developed and is currently out for consultation across the Salford Partnership.  
Monitoring of the Action Plan will take place over the next year.

6.
Children's Prevention - To co-ordinate locality based preventative services and ensure that access to BME communities is monitored


Ongoing
Mary Maguire 
The Children's Services Planning Forum co-ordinates locally based preventative services.  Children's Fund Monitoring Returns include a breakdown of BME young people taking part.  In addition, our Salford Link Fun and Learn Project has recently conducted an audit of the experiences and opinions of BME children and their parents with regard to activities/play provision. We also fund EMTAS for work with asylum seeking children. 


7.
Research and Information - to ensure that research and information covers issues around race equality so that legislative requirements are met and good practice achieved.
Ongoing
Lucy Walker
A Corporate Information Strategy is being developed by the Statistical Information Group and the Corporate Regeneration Group, however even at this early stage there is a clear need to set parameters and best practice for race equality. Through the Equality Impact Assessment process the SIG will work with Tim Jones and Marie Lindars to ensure the strategy meets legislative requirements.
Currently there is no strategy, for ensuring legislative requirements are met during research and information dissemination.   



YEAR 2

1.
Rationalisation of Partnerships - to look at all partnerships and assess their roles and effectiveness. To assess their memberships and policy development issues in respect of BME communities
Ongoing
Sheila Murtagh

Dizy Martin
Some data collection on BME communities carried out.  
The role of BME communities in all partnerships has not been assessed.

YEAR 3

1.
Assisting community/voluntary groups to access funding
Ongoing
Sue Ford 
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ECONOMIC DEVELOPMENT - PROGRESS ON RACE EQUALITY ACTION PLAN 2002/03





KEY TASK
TARGET
WHO
ACHIEVED
NOT ACHIEVED



1.
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
 Stuart Kitchen
Ethnic Minorities included in PSA Employment Target agreed with government in June 2002.  Pump priming funding secured to deliver a targeted service.  Action Team for Jobs has lead on a partnership project to assist asylum seekers in undertaking training in basic skills, ESOL.




2.
Develop a Job Shop Plus service to enable residents to secure employment


Ongoing
Stuart Kitchen
Job Shop Plus service operational monitoring of clients undertaken.


3.
Security Grants – To ensure that BME owned businesses are able to access grants


Ongoing
Stuart Kitchen
Monitoring of all beneficiaries undertaken.


4.
Employment Charter – to ensure that the Charter fulfils its obligations around equal opportunities, particularly around the employment of BME residents


Ongoing
Stuart Kitchen
Monitoring of all beneficiaries undertaken.
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EXECUTIVE SERVICES - PROGRESS ON RACE EQUALITY ACTION PLAN 2002/03




KEY TASK
TARGET
WHO
ACHIEVED
NOT ACHIEVED



1.
To provide ongoing support to the Leader and Deputy Leader of the Council, other Lead  Members and Chief Executive.  This involves specifically providing high level advice on race issues that affect the City Council and ensuring that the Leader/Deputy Leader are in a position to raise Member awareness as appropriate.


On going
OT/CAC/JF
As a matter of course, attention has been drawn to the potential impact on new policies on all equalities issues.  This is undertaken on an ongoing basis.


2.
To assist the City Council and its Lead Members in responding to the requirements of cross cutting legislation around race and equalities and, in particular, its impact upon the City Council's policies.



OT

This has been overtaken by the review of Democratic Services.  Executive Services now focuses on providing support to the Leader and Deputy Leader of the City Council and the Chief Executive.

3.
Assisting the City Council's broader modernisation agenda and review of democratic structures.  This involves specifically ensuring that a race relations perspective is considered as part of the work of all Lead Members, Chairs of Scrutiny, Representative Members and Chairs of Regulatory Panels.  Also the Unit will ensure that appropriate professionals are asked to advice the City Council on race relations and equality issues on an ongoing basis.


Ongoing
OT
In liaison with appropriate members, member job descriptions were initially introduced and are currently being refreshed.  Advice has been sought from the Equalities Group and reference to equality issues will now be strengthened and mainstreamed into all job descriptions.


4.
Developing the Agenda Planning Process for the Cabinet and Directors Team and linking the work of these two bodies more strategically.  There will also be a need to liaise with appropriate professionals with a view to ensuring that race related and equality issues are considered by these bodies at the appropriate time.


Ongoing
OT/CAC
The Agenda Planning Process is ongoing.  Monthly meetings are now being held with key officers to anticipate, more effectively, links between Directors Team, Cabinet and Scrutiny Committees.


5.
Developing further links and information exchanges between the City Council and its MPs/MEPs.  The issue of race and equality is subject of ongoing analysis in relation to liaison with and briefings for the MPs/MEPs.
Ongoing
OT/CAC/HT
Adhoc briefings have been held with MPs/MEPs.  However, the Executive Services Unit recognises that more structure is needed for this area of work in the future and the work programme has been updated to reflect this.  
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Action Plan Strategy and Regeneration – Community Safety 


Key task
Target
Who
Achieved
Not achieved

1.
Develop and monitor initiatives to tackle hate crime and deliver appropriate services to victimised communities:


A Hate Crime Initiative project plan has been agreed by the Partnership for roll-out in 2003 2005


2.
Appoint a Hate Crime Officer (HCO), who will have a remit around dealing with racist incidents
In post by Aug `02
RB
Officer in post since August 2002.  Hate Crime Initiative project planned and funding secured to develop the project.  


3.
Map existing facilities for reporting hate crime within the LA and other agencies
Report by Dec `02
HCO
Initial work by the Hate Crime Officer has identified coverage of hate crime reporting opportunities.  Additional and alternative systems have been identified for development.
Internal LA systems are not as robust as they should be.  This will be brought to the attention of Director’s Team.

4.
Develop research and intelligence capacity within the Community Safety Unit to identify victimised communities and hate crime hotspots
Analyst in post by May '02. Work programme to be developed
RB
Analysis of hate crime patterns and hotspots ongoing.


5.
Develop targeted education programmes for BME groups to increase their knowledge and confidence re reporting harassment
Pilot project del' in Broughton by Dec '02 and rolled out to other areas subject to evaluation.
AH

This is to be looked at later in the year when reporting facilities are better developed.

6.
Develop appropriate consultation and feedback systems for victimised communities and hard to hear groups
Consultation plan in place by June '02.
CSU/
GMPA
Three Hate Crime Forums have been established to provide consultation and feedback opportunities re developing the Hate Crime Initiative.  The forums include a Black Multi Ethnic Forum.


7.
Develop a strategy to address the needs of BME communities for the Witness Outreach Service
Strategy implemented by Oct `02
JH

Staff capacity issues have meant that the Witness Outreach Service has not been able to develop.  This is now planned for 2003/04.

8.
Develop and implement an appropriate Community Safety Communications Strategy, which addresses the needs of BME communities
Strategy in place by June `02
CSU
Marketing and Communications Strategy has been developed.     
Will be subject to an Equality Impact Assessment.

9.
Review criteria for access to crime prevention and target hardening schemes to ensure appropriate weighting for victims of hate crime
Rev'd by Sept `02
FM and Team
The Small Retailers Grant  funding aims to support small retailers who are victimised, the majority being businesses run by Black and Minority Ethnic people. 
Any other funding streams identified will be reviewed.

11.
The Way ahead, Year 2

Outlined in Annex C is the division’s Race Equality Action Plan for 2003/04.  

Charles Green

Director of Strategy and Regeneration
APPENDIX C

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

1. Introduction

The assessment of our policies and functions was undertaken for the first time, under the Race Relations (Amendment) Act, in March 2002.  Each business unit carried out the exercise 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.

2. The Structure of the Directorate

Community & Social Services is organised into five Divisions:

Children's Services

Adult Commissioning

Care Services

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 Mental Health Trust)

· Intermediate Care Services (Salford PCT)

During the year a number of new posts have been appointed which will have a positive effect in terms of engaging with BME communities and making our services more sensitive - 

· Community Cohesion Co-ordinator, 

· Community Cohesion Development Worker (seconded for 3 years), 

· User Development Worker (Communities of Ethnic Origin) 

· Arabic speaking Welfare Rights Officer.

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, overseeing Community Strategy.  
4. Training

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 Care Services and Children’s Residential Care staff and are attended by 20 staff each time.  Four one day courses for Managers are also held during the year. 

Each Team has been provided with the CD ROM for Race Relations (Amendment) Act training.

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

Each Team has been given a copy of a book 'Faces of Britain' for reference.

5. Consultation

Our approach is tailored to the needs of the Directorate and its separate business units and workplaces.  Consultation, participation and involvement 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

Ethnic Monitoring meetings with Teams

Race Relations (Amendment) Act Implementation Group

Black & Minority Ethnic Staff Support Group

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 audio tape on request.

Each reception point has LIPS, a Language Identification system

During the year we have:

· simplified and extended the leaflet language panel from 4 to 10

· in our reception areas put up "Welcome to Salford Community & Social Services Directorate" signs in English and 6 other languages + photographs to reflect the diversity of the population 

· produced a Directory of Services for Black & Minority Communities

· employed an Arabic speaking Welfare Rights Linkworker and set up the Arabic Welfare Rights Line

· SRB5 Building Cohesion project has employed 2 staff with an overall budget of £180,000 over 3 years

· RAPAR (Refugee & Asylum Seekers Participation & Action Research Project) have a full-time worker for BME communities

· undertaken research into the views of the South Asian communities in Salford

· started to make use of Language Line under the corporate contract

· organised a multi-agency workshop on refugees and asylum seekers issues

During 2003 / 04 we plan to:

· Obtain the Community Legal Service Quality Mark for all our public reception points

· Develop stronger links with BME communities and organisations

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

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

The contact statistics for April 2002 and March 2003 are shown at Appendix 4.  These indicate that there has been an improvement in recording the ethnicity of those who make contact with the Directorate.  In Adult Social Work the ethnicity of 65% of people was not known in April 2002 and in March 2003 this was 55%.  In Children’s Social Work the ethnicity of 34% of contacts was not known whereas this was 23% in March 2003. The figures for the ethnicity of those receiving an assessment for services is generally better and although it varies across teams and services it has improved to 65% overall in terms of Adults and Older People and 80% in relation to Children and Families. The ethnicity of all Looked After Children is known.  

During the year the Modernisation Manager and Principal Officer (Policy & Publicity) have visited each Team to discuss ethnic monitoring and the issues around this.  The aim is to improve the rate of recording to 80% by September 2003.  Issues raised by the Teams included:

· Feeling that they were asking people lots of questions and the relevance was not always clear

· Need to know what changes or improves as a result of monitoring

· Statistics are often used against BME communities

· Problems of third party referrals and getting details in emergency situations

To increase the recording of existing service users a Confirmation of Details sheet was sent with the Charge Cards in September.

Teams have guidelines for ethnic monitoring and information to give to service users about why we monitor ethnicity.  During the year there have been discussions regarding the categories used and these are being amended slightly in July 2003.
The Race Relations (Amendment) Act Implementation Group formed a sub-group to consider ways of improving ethnic monitoring and progress is a standing item on the agenda of the Implementation Group.

Ethnic monitoring has also been the subject of an article in Feedback, the staff newsletter, and was one of the topics covered during the Director’s Briefing Sessions for Staff.
During the coming year we plan to;

Continue to gather information during reviews

Improve rate of recording on assessment to 90%

8. Equality Impact Assessments

The impact assessment process was tackled 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.

Initial impact assessments have been carried out on:

· Day Care - Older People

· Home Care

· Adult Social Work

· Community Alcohol Service

· Community Drugs Service

· Child Protection

· Children & Families Social Work

· Community Engagement

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 Mangers directly involved with the service area being considered.

Issues and themes from Initial Impact Assessment Process included:

· Lack of BME staff overall and male care staff

· Difficulties in finding sensitive / appropriate services

· Activities in Day Centres not relevant to BME communities

· Public awareness – so BME communities request services

· Staff awareness to improve sensitivity of assessment and service provision
The Best Value review of community engagement has 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.

It is clear that a major issue is maintaining the momentum for change and keeping equalities issues on the agenda of very busy people providing services to the most vulnerable people in the City.  One way of doing this is to have an on-going dialogue with each Team by regular visits and by getting involved in the change process.

9. Complaints over the Year

We have not monitored complaints by gender or ethnicity.  This will be an action point for 2003/04.

10. Review of the 2002 /03 Action Plan

· new signage has been provided in all Social Services reception points (not Joint Services incorporating pictures reflecting the diversity of the population and in English plus 6 other languages

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

· ‘Faces of Britain’ has been given to each Team as a reference booklet

· the Directory of Services for BME communities has been produced and distributed to staff, other organisations and will be given to service users as appropriate

· the language panel on leaflets has been simplified and extended to 10 languages

· research has been undertaken into the views of South Asian communities in Salford in relation to Health & Social Care Services

· all Teams have been visited to discuss ethnic monitoring which should reach 80% by September 2003

· an A4 poster on promoting race equality / diversity has been given to all members of staff

· a BME Staff Support Group has been set up

Review of the 2002/03 Action Plan
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


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
DMG

DMG/Director

Modernisation Manager
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 work plans
Completed

Modernisation Manager

Implementation roles agreed with AD’s, briefing sessions for nominated officers underway




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 03

May 05
Race Equality Core Group


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
Have reconsidered approach and now feel the need is to focus on establishing dialogue with and strengthening BME voluntary and community sector


Establish monitoring systems

Identify gaps in service provision ethnic monitoring

Research to establish which are the priority areas for ethnic monitoring 

Service wide ethnic monitoring in place across the Directorate 


July 02

April 03

May 03 
Race Equality Core Group

DMG
Production of proposals

Research planned and implemented and results published

Effectiveness of statistical information as a result to identify policies and functions which need action to meet general duty. Results of the ethnic monitoring published annually
Team reports reviewed

'Roadshow' visits to all Teams

Systems in place to monitor ethnicity in CarerFirst.  Core Group reviewing.  Statistics circulated monthly


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 02

July 03


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 
Corporate computer based package made available to each Team.  The lack of access to PCs by many staff e.g. Home Carers, Residential Care Workers is still an issue which needs to be addressed


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
DMG / Team Managers

DMG
New policies and impact assessment projects identified in corporate planning documents 

Resources allocated in budget documents.

Workplans reflecting work needed.
No new policies identified.

Impact Assessments undertaken by Modernisation Manager and Principal Officer (Policy & Publicity) in conjunction with the manager responsible for the service area

6.
Impact Assessments in Year one






Establish Core Implementation Group across all business units


June 02
DMG
Group functioning
Yes but need LD rep


Identify critical friends amongst users, carers, staff, BME citizens and link to process
March 03
Core Group/User Development Worker (CEO)
Links working
Not yet identified – delayed due to staff starting late in the year


Obtain Community Legal Services Level One Quality Mark for all reception facilities
March 03/04


Core Group
Quality Mark obtained
On target – initial contacts made, implementation from June 03


Ensure all staff are aware of Race Relations Amendment Act and their responsibilities
March 03


Core Group
Flier produced and distributed + copy on Intranet.  Posters for workplaces


‘Promoting Race Equality’ poster distributed to all staff.  Also incorporated into Induction Course and ADP Training


Deliver 3 year Plan  for promoting racial equality across the Directorate 


March 03
Core Group
Plan adopted and implementation commenced
Year 2 plan being developed.  Implementation begins June 03


Ethnic monitoring 

Review current practices

Establish baseline
March 03


Core Group 
Gaps identified

-    Baseline data published


Completed – Adult Social Work Teams visited first.  Monthly data now available.  March 02 = baseline data


Data for:

Staff

Service Users

Engagement with BME Groups

Ensure systems are in place to keep data up to date

Analyse data to inform years 2/3 of Action Plan
Oct 03
Core Group
Systems published

Report presented to DMG
Full data for staff not yet available.

Systems in place to maintain data.

On target




Prepare year 2/3 Action Plan


Feb 03
Core Group
Plan adopted by DMG
On target


Prepare and implement Communication Strategy for BME communities and service users


March 03
Core Group / PO Policy & Publicity
Strategy adopted by DMG
Task subsumed in corporate communications strategy


Review policies and functions in respect of investment in the community and voluntary sector as part of implementing the Compact with the community sector in Salford


March 04
C&SSD / PCT
Policies in respect of funding and supporting BME Groups in place
Work started in relation to Salford Link project and the Yemeni Community.  Will link closely with SRB 5 Project


Ensure all 9 Community Action Plans address BME issues in each Community Committee area


Sept 03
Core Group
Community Action Plans produced and implemented
Agreed will be included in all 2003 Community Action Plans


Achieve Level 2 of the Equality Standard for Local Government


March 03
Core Group
Action Plan endorsed by Lead Member and DMG
Date changed to March 2004 – evidence file set up for Level 1 & 2


Establish consultative mechanisms to monitor needs/satisfaction across services
March 03
Core Group
Mechanism established
Being considered by Strategy for Service User Feedback Group


Impact Assessments – Business Units






Care Services






Day Care - Initial Review of:

eligibility

provision of food

personal care

transport policy

Home Care - Initial Review of:

eligibility

personal care

when, where, who

food policy


March 03

March 03
Deputy Director

Deputy Director

Impact Assessment Undertaken and Action Plan determined

Impact Assessment undertaken and Action Plan determined


Adult Social Work






Providing a Social Work Service - Initial Review of:

reception

referrals

assessment


March 03
Assistant Director (Adult Commissioning)

Impact Assessment undertaken and Action Plan determined


Apply SSI audit tool for developing services for older people from BME Groups


March 03
Core Group / DMG
Action Plan approved
This task to be revisited


Community Alcohol Services - Initial Review
March 03
Assistant Director (Adult Commissioning)



Impact Assessment to be done June 03


Community drugs work - Initial Review


March 03
DAT Co-ordinator

Impact Assessment to be done June 03


Children’s Services






Assessment of children and families in need in provision of:

referrals

eligibility

provision of Family Support Services
March 03
Assistant Director (Children Commissioning)

Impact Assessment to be done May 03


Child protection procedures - Initial Review of:

monitoring

evaluation


March 03
Principal Manager (Child Protection)

Impact Assessment to be done May 03


Community Services






Community engagement - review of Community Action Plan:

identifying needs

consideration of race issues by CSTs
March 2003


Assistant Director (Community Strategy)

Impact Assessment undertaken and Full Impact Assessment to be carried out during 2003


Review of public information
March 2003
Assistant Director (Community Strategy)

Impact Assessment undertaken and Full Impact Assessment during 2003


Hold consultation event to evaluate year one Action Plan and review action for year 2
Feb 2003
Core Group
Event held – report published
Focusing on building links with BME Voluntary & Community Groups

7.
Impact Assessments in Year Two





8.
Impact Assessments in Year Three





Impact Assessments Years 2/3

Our areas for impact assessment for years 2 and 3 are included in the Action Plan for Year 2. 

11.
The Way Ahead - Year 2

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 consultation and decision-making

Encourage representation on committees and working parties

APPENDIX D

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

1.
Introduction
The Council has a duty to assess all its policies and functions for their relevance to the promotion of race equality.  Insofar as Corporate Services Directorate is concerned, standard assessment forms and relevant background information were emailed to all 66 Team Leaders within the Directorate in March, 2002.  A Directorate Action Plan was devised in the light of the information contained in the completed assessment forms and this Action Plan indicates roles and responsibilities and includes sections on monitoring, training and impact assessment.

A Corporate Race Equality Scheme was published on 31st May, 2002 and the Corporate Services Action Plan and an accompanying narrative were included within it.  Since the scheme was published, a variety of actions has been taken within Corporate Services and these are described within the remainder of this report.

2&3.
Structure and Functions of the Directorate
The structure of the Directorate has not changed significantly in the past 12 months and the 5 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 ("Call Centre"), Revenues and Benefits, E-government, Pathfinder and Information Society, Social Inclusion ICT Programme.


Salford IT Net – mainstream ICT development operation and support.

4.
Training
During the past year, the following training activities have been carried out within Corporate Services.

· Copies of the Corporate E-Learning CD on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000 have been passed to Heads of Function for rolling out to all staff within the Directorate.

· More recently the training package contained on the E-learning CD has been added to the Intranet, and the attention of all staff has been drawn to this, with a view to speeding up the training process.

· Staff requiring to use the Language Line Service have been trained on its use and staff requiring access to the service in future will be made aware of the availability of training.

· Members of the Corporate Services Equality Group (CSEG) and Equality Impact Assessors have attended a training workshop on the completion of Equality Impact Assessments (EIA’s).

· Two Members of the CSEG represent the Directorate on the corporate Equality Officers Working Group (EOWG).  They receive much information from this source and are involved in networking at and outside meetings of the Group.

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

5.
Consultation
The issue of consultation on equalities issues has been discussed at meetings of the Corporate Services Senior Management Group and the CSEG and has been raised at meetings of EOWG by our representatives.  We are concerned at the potential for “consultation overload” on certain persons and groups within the community (and indeed from within our internal customers) and are looking for a method of consultation which will resolve this problem.  To this end, discussions are to be held with staff of the Community and Social Services Directorate on the interim findings of the Community Engagement Review.

Insofar as consultation on EIA’s is concerned, we have proceeded to the initial assessment stage on 7 of these and consultation arrangements for any further progress to final assessment will need to be agreed.

6.
Public Access to Information and Services

· The Customer Contact Centre and offices which are visited by customers use the Language Line service to provide interpretation where a need is identified.

· The Council’s website allows for items to have direct links to downloadable files which contain information in other languages than English.  Customer Services were one of the first sections to make use of this facility and information on Council Tax and Benefits for 2003/4 is available on the Internet in six languages.  In addition some printed material is published in other languages.

· The Corporate Web Content Manager has been investigating the possibility of including a Community Language Page on the Internet, and of this including links to all pages which are printed in other languages.  A report is due to be submitted to Members in the near future.

· One problem identified with Internet pages in languages other than English is that of updating the pages, which requires the use of a translation service to review and re-translate pages as necessary.

7.
Monitoring of Service Provision
· The Customer Contact Centre monitor their callers by ethnic and religious groups and check whether an interpreter is needed.  The equalities data is logged onto a computer database and thus will be available to staff on any future occasion that a call is received from a particular person. 

· Monitoring has recently commenced within the Licensing section of Law an Administration and is expected to start within Registration of Births Deaths and Marriages in the near future.

· Opportunities for further monitoring will continue to be reviewed.

8.
Equality Impact Assessments
Six areas (involving seven assessments) were selected by the Senior Management Group to be the subject of EIA’s during the year.  These were chosen on the basis of information from the completed assessment information forms which were sent to all 66 Team Leaders within the Directorate, and advice from the Personnel and Performance Equalities Team.  Assessment forms were sent out to appropriate members of staff ("assessors") with an explanation as to the process and the staff were encourage to complete these in draft before the training workshop, which most assessors were able to attend.  Most of the Corporate Services Equality Group also attended the workshop in order that they could pass on information to future assessors.  Following the training workshop, seven initial EIAs were completed.

The assessments have concentrated on “functional areas” rather than “policies” in order that the large number of functions within the Directorate can be covered as soon as possible.  The areas dealt with during the year were:

· Provision of postal voting facilities.

· Local taxation and collection of benefits administration.

· Council Tax recovery.

· Benefits investigations and overpayments.

· Statutory notices.

· Receiving and directing incoming telephone calls.

The EIA process was new to all and it has evolved and become clearer quite slowly during the course of the year.  The experience with the initial batch of assessments and knowledge gained through networking at EOWG should help the process forward, and Corporate Services are considering the contents of the Year 2 programme in this light.  In particular we will be looking closely at the possible aggregation of service areas to reduce the number of assessments required.  This should speed the process by reducing the considerable resource requirement.

It is still too early in the process to come to firm conclusions as to the results/ changes arising from EIAs, although increasing awareness of equality issues is obviously a plus point.

9.
Complaints 

Corporate Services have received no formal complaints concerning matters pertaining to race within the past year.

10.
Review of the Directorate Action Plan for 2002/03
A copy of the Directorate Action Plan for 2002/03, showing progress on the various Key Tasks, is attached


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. those who will be undertaking the impact assessments)
May 02

May 02

Nov 02
Director

Director

Head of Law & Administration (Lead Officer)
Report to Senior Management Group 

Officer in post and identified in the Race 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
May 03

May 05
Corporate Services Equality Group (CSEG)
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
Not achieved - on hold pending agreement on consultation methods (see paragraph 5 of report)

3.
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 


Nov 02

Dec 02

May 03 
CSEG

CSEG

Senior Management Group (SMG)
Production of proposals

Project planned and implemented and results published

Effectiveness of statistical information as a measure to identify policies and functions which need action to meet general duty. Results of the ethnic monitoring published annually.
Achieved - increased equalities monitoring in place.

Future development - potential for further monitoring to be explored.

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


Oct 02

Nov 02


Personnel and Performance to devise, team leaders 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. 


See paragraph 4 of report for details of training activities.  'Percentage attendance' target inappropriate as training delivered to staff electronically.

71.5% attendance at workshop on 21.1.03

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

July 02
Director

SMG
New policies and impact assessment projects identified in corporate planning documents 

Resources allocated in budget documents.

Workplans reflecting work needed.


Achieved

Achieved



6.
Further Key Tasks and Impact Assessments in Year one






Further Key Tasks

Establish Race Equality Group
June 02
SMG

Achieved


Approve Directorate Training Plan
Dec 02
SMG

Various training initiatives implemented (see paragraph 4 of report).  Training requirements to remain under review and to be progressed in accordance with discussions at EOWG and document "Training in Race Awareness and Cultural Diversity". 


Agree Initial Action Plan for Years Two and Three
Feb 03
CSEG/SMG

Draft attached as Appendix 2.  This draft is due to be considered by the Directorate's Senior Management Group before the end of May, 2003.


Quarterly Monitoring Reports to SMG
Sept 02

Dec 02

Mar 02
CSEG

Achieved


Impact Assessments
Note:  Responsibility for conducting these will be allocated by SMG - see Key Task 5.2



Initial Equality Impact Assessments have been completed in respect of all areas listed below.


Devise Action Plan for Impact Assessment on Provision of Postal Voting Facilities

Undertake an impact assessment on above-mentioned function
Dec 02

March 03





Devise Action Plan for Impact Assessment on  Council Tax and Benefits Section

Undertake an impact assessment on above-mentioned function


Dec 02

March 03





Devise Action Plan for Impact  Assessment on Council Tax Recovery

Undertake an impact assessment on above-mentioned function


Dec 02

March 03





Devise Action Plan for Impact  Assessment on Benefits Investigation and Overpayments

Undertake an impact assessment on above-mentioned function


Dec 02

March 03





Devise Action Plan for Impact Assessment on statutory notices

Undertake an impact assessment on above-mentioned function


Dec 02

March 03





Devise Action Plan for Impact Assessment on receiving and directing incoming telephone calls.

Undertake an impact assessment on above-mentioned function (2 EIAs - Customer Contact Centre and Switchboard)


Dec 02

March 03




7.
Impact Assessments in Year Two






(Programme to be determined)







8.
Impact Assessments in Year Three






(Programme to be determined)







9.
Review results at end of year 1 and each subsequent year and look at priorities again for review of 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
SMG

Lead Officer/

CSEG

SMG/Lead Officer

SMG/Lead Officer
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 
Annual Report prepared.

See Appendix 2 attached.

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


May 05
SMG/Lead Officer
Improved customer satisfaction surveys, etc (please add)


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 05
SMG/Lead Officer

Lead Officer/

CSEG
Publication of three year Action plan

Publication of three year report


.

11.
Way Ahead Year 2
A draft Directorate Action Plan for 2003/04 has been drawn up in the light of the contents of this report and will shortly be considered by the Senior Management Group.  A copy of the draft is attached at Appendix 2

APPENDIX E

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

1. Introduction

It is recognised that the City of Salford 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 created an action plan that was devised to meet the priorities identified in delivering the requirements of the Act. This action plan indicated the roles and responsibilities and includes sections on the priorities, target dates, who is responsible for the delivery of the target, monitoring and progress to date.

A Corporate Race Equality Scheme was published on 31st May, 2002 and the Development Services action plan and an accompanying narrative were included within it.  Since the scheme was published, a variety of actions has been taken within Development Services and these are described within the remainder of this report.

2. Structure and Functions of the Directorate

The Directorate is comprised of four Divisions, each headed by an Assistant Director who report to the Deputy Director and Director:-

· 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. 
· Property and Development

This Division is responsible for the Architectural and Landscape function within the Directorate which includes Architectural Services, Mechanical and Electrical Services, Quantity Surveying, Clerk of Works and Landscape Architects and the Facility Management function for all of the councils buildings.(excluding Education and Housing)

3. Training

During the past year, the following training activities have been carried out within Corporate Services.

· Copies of the Corporate E-Learning CD on the Race Relations Act 1976 and the Race Relations (Amendment) Act 2000 have been passed to all the Divisions Admin Groups for rolling out to all staff within the Directorate.

· 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.

4. Consultation

As part of the National Best Value Survey 855 surveys were sent out over the year, of these 524 were returned which equates to a response rate of 61.3%. From a race perspective 3% of those that responded were none white. In total 87% of surveys stated that they were fairly satisfied with the service that was provided.

The issue of consultation on equalities issues has been discussed at meetings of the Development Services Management Group.

5. 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.

· Over 10,000 neighbour notification letters were sent out in relation to planning applications with each containing information in the six officially recognised languages.

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 action plan.

7. 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 Office of the Deputy Prime Minister (ODPM) has recently published a good practice guide on ‘Planning and Access for Disabled People’ (March 2003). This demonstrates the Government commitment to an inclusive society in which nobody is disadvantaged. It describes how all those involved in the development process can play their part in delivering physical environments which can be used by everyone.

ACHIEVEMENTS TO DATE

· Established high quality web site with viewable plans and information to improve access.

· Installed loop system at planning reception.

· Installed electronic doors to allow access to committee rooms and attend Planning and Transportation Regulatory Panel (The Panel).

· Panel quality assured.

· Signed up to Language Line 

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

· Commencement of Equality Impact Assessments on a range of DC service documents /policies. Assessment of Householder Extensions- Supplementary Planning Guidance (SPG)- achieved May 2003.

· Translation of  ‘What is Planning’ into 12 languages achieved. Publication imminent.

· Service standards published.

· Late night opening-Thursday until 7:00pm 

· Duty Officer service provided

· Improve the Development Services (Planning) reception area.

· BEM monitoring undertaken 

ACTIONS REQUIRED

The DC Best Value review has identified a range of improvements. These are identified in the Improvement Plan. In addition a range of ‘policies’ have been identified for analysis using Equality Impact Assessments. The table below shows how the service will tackle the necessary further/ongoing improvements.

Action Points


Actions required
Timescale
Officer
Reason for Improvement
Resources

Equality Impact Assessment
Undertake the following assessments:

Crime and Design SPG

Enforcement Charter

The Panel

Neighbour Notification/Publicity

-neighbour letters

-site notices

-press notices

-neighbour decision   letter

-web page


Draft done –finalise end of May 2003 

June 2003

May 2003

June 2003
Steven Gunn- Russell

Martin Hodgson

Martin Hodgson

Steven Gunn- Russell
More equitable access


Existing resources



Promotion of the service
Publish ‘what is planning’ in 12 identified languages
May 2003
Steven Gunn Russell
More equitable access


Existing resources



Implement Peer Group 4 Review
Monitor black and ethnic minorities. Questionnaire 

Conduct Panel exit interviews- devise questionnaire
To commence in September/October as part of customer survey 2003/2004

To commence alongside review of Panel Decision Making  
Steven Gunn Russell

Steven Gunn Russell


More equitable access

More equitable access


Existing resources

Existing resources

ctsdmhodgson
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8. Complaints 

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

9. Review of the Action Plan

See appendix A for the review of the action plan.

10. Way Ahead Year 2

A draft action plan for year 2 has been drawn up in the light of the contents of this report and will shortly be considered by the Directorate Management Group. In a few cases more realistic targets have been introduced to reflect delays in reaching original targets.

The Officer responsible for leading this initiative has now left and a new Officer will be undertaking this role, however the opportunity will be taken to strengthen the role by creating a team from which each member will represent a Division within the Directorate.

APPENDIX F

Education and Leisure Annual Report into Progress on the Race Relations (Amendment) Act 2000

1. Introduction

In Spring 2002 the Assistant Director (Resources and Planning) took responsibility for ensuring that services and teams within the Directorate assessed 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

The Senior Personnel Officer co-ordinating the work across the City Council advised Directorates on the most effective way of proceeding with the assessments. A named officer was given responsibility for co-ordinating this process. The officer met individually with each team manager within the five sections of the Directorate to explain what the process was for and what needed to be done. Team managers, with the assistance of their teams, completed the assessment proformas during Spring 2002. The Senior Personnel Officer suggested amendments to assist clarity and teams re-drafted assessments in the light of these recommendations. Leadership Team was kept informed of progress during this process. Each Assistant Director nominated an officer to form a working party to draw up the Directorate Action Plan and oversee its implementation. To demonstrate their commitment to promoting race equality, the Assistant Directors volunteered to undertake this work themselves with the support of other officers. The Directorate Equal Opportunities Planning and Implementation Group meets 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.

2. The Structure of the Directorate

The Education and Leisure Directorate structure consists of a Director, a Deputy Director with responsibility for School Improvement (to be appointed) and four Assistant Directors. The Assistant Directors each have responsibility for one of four main sections, each of which has services and teams. These are as follows:

· School Improvement

· Inclusion and Access

· Lifelong Learning and Leisure

· 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

· Ethnic Minority and Traveller Achievement Service

Assistant Director - Inclusion and Access

· Special Educational Needs

· Educational Psychology

· Education Welfare

· Inclusion Support Service

Assistant Director - Lifelong Learning and Leisure

· 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

· Race Issues

Assistant Director - Capital and School Organisation

· Asset Management

· Capital Programme

· Admissions/Exclusions

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 undertaken a restructure and some services now lie in different sections.


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

Number of employees within the Directorate:

1938 persons employed by the Education Directorate. 5378 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 continuous improved 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. This does not include schools at this stage but training for them will begin before the end of July 2003. 

The Directorate asked the corporate centre to provide a paper version outlining the main details of the Race Relations (Amendment) Act so this could be circulated to staff  who do not have access to computers. These were provided and are being  amended and will be circulated during May  and June 2003. They will also be circulated to school based staff.  

The e-learning modules are now also available on Salford’s Intranet.  A consultant has been commissioned  to support the Directorate in planning curriculum modules on race issues for delivery in schools 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 2003-2004. These will be accompanied by a consultation questionnaire.

· Consultation via Education and Leisure Management Forum

· Primary Heads meetings

· Secondary Heads meetings

· Consultation with the Diocese

· 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

Public Access to information and services has improved a little over the last year although some services are better at providing translation services than others. This is 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 2003-2004 after which its effectiveness can be measured. It is also intended to use their translation service to produce a multi-lingual leaflet which will go out with all Directorate documents. This should be ready by the end of June2003.

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 area for development. 

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.

List of Policies which for which an Impact Assessment was completed

SCHOOL IMPROVEMENT

School Improvement Service

1) Education Development Plan

Ethnic Minorities and Travellers’ Service

1) Operational Policy

Music and Performing Arts

1) Delivery of Instrumental Tuition and Curriculum Support

INCLUSION AND ACCESS

Special Educational Needs
1)   SEN Inclusion Strategy and Resultant Action Plans and   Support Procedures

2)  SEN Inclusion Policy and Support Procedures

Educational Psychology Service

1) Statutory Assessment

LIFELONG LEARNING AND LEISURE

Culture and Heritage 

1) Commonwealth Games Coordination

Early Years Play and Childcare Services
1) Recruitment Strategy

2) Equal Opportunities

3) Training Programme

4) Terms of Reference

5) Equal Opportunities Policies, Early Years Centres

6) Childcare Audit

Libraries
1) Provision of Relevant Lending Materials

2) Promotion of Reading and Literacy to Children and Young People

3) Provision of ICT in all Libraries

4) Library Service for Housebound and Visually Impaired

City Leisure

1) Admissions Policy

2) Aims Objectives and Business Plan

3) Customer and Staff Code of Practice

4) Incident Reporting

5) Marketing and Promotion

6) Performance Indicators

7) Staff induction

Sports Development

1) Child Protection procedures

2) Accident Reporting

3) Code of Conduct

4) Complaints Procedure

5) Marketing and research

6) Operations Policy

7) Performance Indicators

8) Single Status

9) Training Policy
Lifelong Learning

1) Family Learning

2) Adult and Community Learning

RESOURCES AND PLANNING

Citywide

1) Recruitment Policy

Support Services

1) Operational Policy

Strategic Support

1) Research and Statistics Information Management

Governor Services

1) Recruitment of LEA School Governors

CAPITAL AND SCHOOL ORGANISATION

Asset Management

1) Asset Management Plans and Service Level Agreements

Admissions and Exclusions
1) Admissions

2) Exclusions

Why these Policies underwent the process

Part way through the process the corporate centre suggested only undertaking Impact Assessments of selected policies. The Directorate decided that all the policies and functions that had been identified for action during Year 1 should undergo an Initial Impact Assessment. The process itself would highlight remaining issues to be addressed. It was felt that the process would help to meet the Directorate objective of striving for continuous improvement of services

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

As the Impact Assessments have only just been completed it would be difficult to comment on issues discovered and subsequent changes to planning. However several service managers have said that the process has made them question their practice and enabled them to plan more effectively. A common issue is the need to purchase an effective translation service for Directorate documents. This will be addressed as a Directorate wide issue during 2003-2004.

9. Complaints Over the Year

The number of complaints received during the year 2002/2003 is currently 96.  None of these has been recorded as a race issue.  It is planned to create an Equal Opportunities post within the Directorate.  One of the responsibilities of this post holder will be to coordinate the Directorate’s response to the duties of the Race Relations (Amendment) Act, including setting up systems to monitor complaints in terms of ethnicity.

10. Review of the Action Plan

Team Managers have completed the initial impact assessments for 2002/2003.  Action Plans for Year 1, 2002 – 2003 have been reviewed and those for 2003/2004 have been revised in the light of the findings.


Key Task
Target date
Who
Measured by
Progress

 (May 2003)

1
Roles and responsibilities

Set roles and responsibilities for implementing the Action Plan
May 2002
Director of Education and Leisure
Minuted decision from appropriate Leadership Team papers
Completed March 2002, All Assistant Directors


Identify lead/co-ordinating officer within the Directorate to take overall responsibility for the Action Plan
May 2002
Director of Education and Leisure
Officer in post and identified in the Race equality Scheme
Assistant Director, Resources responsible for race issues . Directorate Equal Opportunities Group formed and meeting regularly  to assist teams within the Directorate.


Communicate roles for implementation of the Action Plan to managers/officers (ie who will be undertaking the impact assessments)


May 2002
Director of Education and Leisure
Reflection of work required in individual, team and directorate workplans
All Service Managers made aware of responsibility for implementing Action Plans.  May 2002 and ongoing.

Assistant Director, Resources

2
Establish baseline for current 

perceptions of the services the Directorate provides

Conduct perception survey of the Directorate amongst key stakeholders


May 2003
Best Value Team, Strategic Information Unit, Assistant Directors
Results of the survey in first annual report of the race equality Scheme. Outcomes used for setting targets for first annual review of the Race equality Scheme
Evaluation of Action Plan Year 1, 2002/003 to go on website with consultation questionnaire May 2003.




Repeat at end of first 3 year cycle
May 2005


Other consultation methods are outlined in Directorate Progress report, paragraph 5



3
Establish monitoring systems

Identify gaps in service provision ethnic monitoring
July 2002
Assistant Directors, Team Managers


Production of proposals
Taking place April / May 2003.

Ongoing – all teams




Project to establish which are the priority areas for ethnic monitoring
Sept 2002
Assistant Directors, Team Managers


Project planned and implemented and results published
Racist incident reporting.  Pupil attainment data by ethnicity.  2003/2004




Service wide ethnic monitoring in place across the Directorate
May 2003
Assistant Director, Resources, Strategic Information Unit
Effectiveness of statistical information as a result to identify policies and functions which need action to meet the general duty. Results of the ethnic monitoring published annually.
Systems not yet in place to monitor ethnicity at service level.  An area for development 2003/2004 



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






Set up introductory training package for use within teams
May 2002
Personnel and Performance to devise, Team Managers to deliver
Training delivered and 30% attendance from Directorate staff each year. (90% of all staff trained in the 3 years of the scheme)
RRAA interactive e-learning modules available to the Directorate – January 2003.  Percentage of staff completing training  above 50% not counting services such as City wide who cannot access computers.
Paper version for staff not able to access the e-learning, outstationed staff and for schools ready for distribution May 2003.




Set up specialist training packages for staff undertaking action from or conducting/monitoring impact assessments
July 2003
Personnel and Performance to devise and Senior Managers and/or training staff within Directorates to deliver
80% attendance at training sessions of those identified as undertaking impact assessments
Directorate Equal Opportunities Group attended Impact Assessment Training January 2003 and worked with Service/Team Managers to cascade this.  All staff will have had some RRAA training by September 2003.  From April 2003 this will form part of the Directorate Service Plan.  Reception staff have had Language Line training March 2003, which will be rolled out to other front line staff.  Further training for staff in all aspects of equal opportunities is being investigated and will continue 2003/2004.


Investigate procurement of training packages specifically tailored to the needs of teams within the Directorate
Sept 2003
Leadership Team
Cluster training arranged as appropriate for teams within the Directorate


5
Identify areas for conducting impact assessments from business planning process:






Identify new policies or those likely to substantially change
May 2002
Leadership Team, Team Managers
New policies and impact assessment projects identified in corporate planning documents
Service/team managers encouraged to consider equal opportunities issues at planning level – January – March 2003.  Policies identified for Impact Assessment in Year 1 have had these conducted.  To be published as part of consultation – May 2003.  These include all aspects of equal opportunities.


Allocate responsibility for conducting impact assessments
July 2002
Assistant Director, Resources and Planning
Resources allocated in budget documents. Workplan reflecting work needed.
Senior person in each section of the Directorate responsible for ensuring Service/Team managers have undertaken Impact Assessments Resources – time of personnel involved

Resources and Planning


Key Task
Target date
Who
Measured by
Progress

 (May 2003)


Undertake an impact assessment for Year One on Resources and Planning


.


PERSONNEL


Personnel

Policy Development

Recruitment and Retention

Health and Safety

Equal Opportunities Policy


July 2003


Assistant Director, Resources and Planning
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Now included in Corporate Finance Plans

FINANCE


Finance

Formula Funding for schools
July 2003
Assistant Director, Resources and Planning
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Now included in Corporate Finance Plans

GOVERNOR SERVICES


Governor Services

Recruitment, election and appointment of LEA and Parent Governors
July 2003
Assistant Director, Resources and Planning
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted February 2003

STUDENT SUPPORT


Student Support

Education Maintenance Allowance
July 2003
Assistant Director, Resources and Planning
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Now included in Corporate Finance Plans

SECRETARIAT


Secretariat

Complaints Procedures
July 2003
Assistant Director, Resources and Planning
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Now included in Support Services Plans

STRATEGIC SUPPORT (FORMERLY RESEARCH AND INFORMATION)


School Census Provision
July 2003
Head of Information and Performance
Publication of results to agreed standard. 

Positive feedback from consultees on process.



Collation of schools’ Census Data



Impact Assessment conducted March 2003 . Plans in place for 2003/2004


Analysis of attainment data






ICT Development





Lifelong Learning and Leisure


Key Task
Target date
Who
Measured by
Progress

 (May 2003)

YOUTH SERVICE


Youth centres and Associated policies

Detached work and Associated Policies

Project Work and Associated policies

UPS work and Associated Policies


July 2003
Assistant Director, Lifelong Learning and Leisure
Publication of results to agreed standard. 

Positive feedback from consultees on process.


YOUTH AND THE COMMUNITY


Liaison with national, regional and local bodies
July 2003
Assistant Director, Lifelong Learning and Leisure 
Publication of results to agreed standard. 

Positive feedback from consultees on process.


Impact Assessment conducted March 2003

LIBRARIES


Library Service for the housebound
July 2003
Assistant Director, Lifelong Learning and Leisure
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted March 2003



EARLY YEARS


Child care Audit

Recruitment Strategy

Equal Opportunities Strategy

Training Programme and Associated Policies

EYDCP Partnership and Associated Policies

Early Years Centres and Associated Policies


July 2003
Assistant Director, Lifelong Learning and Leisure
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted on all Early Years Policies March 2003 

CITY LEISURE


Incident reporting

Aims and Objectives

Customer Code of Conduct


July 2003
Assistant Director, Lifelong Learning and Leisure 
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment on all City Leisure Polices March 2003

MARKETING AND COMMUNICATION


Publishing

CWG Co-ordination


July 2003
Assistant Director, Lifelong Learning and Leisure 
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted April 2003

LLEDR HALL


Activities

Domestic arrangements

Food arrangements
July 2003
Assistant Director, Lifelong Learning and Leisure
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Deferred to year 2 because of physical distance

School Improvement


Key Task
Target date
Who
Measured by
Progress

 (May 2003)

SCHOOL IMPROVEMENT TEAM (FORMERLY INSPECTION AND ADVISORY SERVICE)


Inspection – Advisory Service
July 2003
Deputy Director, School Improvement, 
Publication of results to agreed standard. 

Positive feedback from consultees on process.



Education Development Plan


March 2003


Impact Assessment conducted March 2003


Curriculum Complaints Policy


March 2003

Complaints dealt with effectively


MUSIC AND PERFORMING ARTS SERVICE


Instrumental instruction and curriculum provision
July 2003
Deputy Director, School Improvement
Publication of results to agreed standard. 

Positive feedback from consultees on process.


Impact assessment conducted March 2003

ETHNIC MINORITY AND TRAVELLERS SERVICE


Ethnic Minority and Travellers Service
July 2003
Head of EMTAS Team
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted on policies March 2003 


Pre-school and in school support 

including bi-lingual support






Initial assessment of newly arrived pupils 






Communication with parents






Provide culturally specific resources for use in schools






Liaison with other agencies






Work with schools to remove barriers to learning for pupils from ethnic minorities






Support to pupils taking statutory exams






Support schools to raise attainment in literacy and attendance in pupils from ethnic minorities





Inclusion and Access


Key Task
Target date
Who
Measured by
Progress

 (May 2003)


Inclusion and Access
July 2003
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)


Inclusion Support Service (formerly Behaviour Support Service and SEN Support Service)
July 2003
Head of Inclusion Support
Publication of results to agreed standard. 

Positive feedback from consultees on process.



Support to pupils on the SEN Code of Practice







EDUCATION WELFARE


Education Welfare


July 2003
Principal Education Welfare Officer
Publication of results to agreed standard. 

Positive feedback from consultees on process.



School Placements





EDUCATIONAL PSYCHOLOGY


Educational Psychology
July 2003
Head of Educational Psychology Service
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted March 2003


Formal Assessment of Individual Children








Early Intervention/Preventative Work







Capital and School Organisation


Key Task
Target date
Who
Measured by
Progress

 (May 2003)

ADMISSIONS AND EXCLUSIONS


Admissions and Exclusions

Principal Officer, Admissions and Exclusion
Publication of results to agreed standard. 

Positive feedback from consultees on process.
Impact Assessment conducted March 2003 


City Council Admission arrangements







11. The Way Ahead, Year 2

Action Plans for Year 2, 2003-2004 have been revised after reviewing progress in Year 1.  This includes some policies proceeding from initial impact assessment to partial impact assessment by May 2004. In the Action Plan for year 1, some teams had only translation issues as points of action. These have been included as Directorate – wide issues and have not been itemised separately.

APPENDIX G

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

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” and this Pledge will help to support this legislation.   

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 three Charter Marks awarded to 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..  

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

· Dog Warden

· 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 540 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.

Training opportunities have been restricted since the scheme was introduced because of staff changes in the Personnel team responsible for training. However, 

· 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.

· Staff requiring 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.

· 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 three Charter Marks achieved. There is a plethora of consultation activities undertaken throughout the Directorate, both internally and externally. These include:

· Specialist Unit Meetings

· Team Meetings

· Shop Steward Meeting

· DC/SC

· Directorate Management Group

· Directorate Management Team

· Annual Staff forum

· Appraisals

· AGMA Service Manager Meetings

· Members Hour

· Lead Member Meetings

· Internet

· Intranet

· Notice boards ( Internal / External )

· Media Articles

· Radio Interviews

· Wall Planners

· Ecsoset

· Service Newsletters: Bereavement Services, Trading Standards, Salford Pride

· Customer Satisfaction Surveys

· Members Newsletter

· Key Issues Document

· Scrutiny commissions

· Community Forums: Friends of Cemeteries, Friends of Parks, Funeral Director / Clergy Group

· 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 most of 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.

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 services issues these will be picked up as part of the ongoing programme management / monitoring.

We have developed customer satisfaction / equality of usage surveys for many of our services and this is to be expanded to all our services as soon as it is practicable. The results of this survey are included in the Appendix 3.

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 substantially underway.

Details of any partial or full assessments will come out of this process and are likely to be commenced, if necessary before March 2004.

Initial impact assessments have been completed for the following policies identified from the directorate’s Business Planning process (Appendix 2).

· 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

These are the first tranche of policies and it is intended to cover all policies. 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 have been no specific complaints relevant to this policy.

9. Review of the Action Plan

The Action Plan for 2002 had several Key tasks.

1. Set roles, responsibilities, identify lead officer and communicate roles to managers – this has been completed with the appointment of the Principal officer – Community Affairs

2. Conduct perception survey among key stakeholders – this has not yet been commenced (target May 2003) because of difficulties identifying key stakeholders (this should come out of the Initial Equality assessments) and is scheduled for later this year.

3. Identify priority areas for ethnic monitoring, gaps in provision and service wide ethnic monitoring by May 2003 – ethnic monitoring is in place for most services and discussions have taken place for extending it to all other services. As monitoring is to be done as part of other consultation / customer satisfaction surveys target dates will be dependent on other factors but by March 2003 all services should have been monitored.
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 2002/3. Responsibility for Initial Impact Assessments has been allocated.

6. Core Group established with three divisional representatives and initial training is in place.

7. 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 2

The year 2 action plan (Appendix 1) builds on the success of year 1 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 impact assessments and new targets are based on the directorate’s new approach of completing all initial assessments for existing services and policies during year 2. The need for partial or full assessments will be developed from this process and from the directorate’s business plans.

APPENDIX H

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

1.
Introduction

The former Housing Services directorate was restructured in September 2002 when the council housing management, maintenance and relevant support sections transferred into a new arms length management company called New Prospect Housing Limited. At this point the Housing Services section of the Race Equality Scheme was resubmitted reflecting the new orientation and focus of the core housing body of the Council.  

From 1 April 2003, Housing Services was merged with the Council's Chief Executive's Strategy and Regeneration Division and from 2003/4 this Annual report will be incorporated into the wider Chief Executive's report.

The re-submitted housing action plan in September 2002 contained the outcome of an assessment of functions, which resulted in prioritised impact assessments. The assessment of functions and the production of the action plan took place between the equality co-ordinator for Housing Services and the lead officers for the following service areas: 

· Housing strategy; 

· Housing investment, partnerships and special projects; 

· Supporting People; 

· Private sector housing; 

· Marketing, communications and public relations 

· Homelessness and housing advice. The Head of Housing ratified the outcome.  

The action plan reflected work already in progress as well as information gathering considered necessary to decide on priorities for future years, such as adding clear equality information gathering requirements to the housing demand survey.  The assessment of functions prioritised policies in those areas where new policies would be introduced due to legislative changes, as well as key areas of work where any adverse impact would have disproportionate financial affects on the public, e.g. Homeswaps and clearance, or because the customers involved were particularly vulnerable e.g. Homeless. 

The schedule set was very demanding, as a disproportionate number of policies were scheduled for year one as they were already tabled for review. The New Prospect split prompted a review of Housing Services, which inevitably led to a large-scale review of policies and procedures. In addition, a number of innovative regeneration policies, including landlord accreditation and Homeswaps, were being reviewed at the end of their pilots.

New Prospect was taken out of the Council's scheme and will have their own Racial Equality Scheme.  However, under the new management agreement between the Council and New Prospect this will be monitored by the City within the guidelines produced by the Audit Commission on performance of ALMOs. 

2.
The Structure of the Directorate

The Housing Services directorate was restructured in September 2002 as explained above.

The Housing Services directorate as it operated between September 2002 and April 2003, was organised into the following divisions:

· Housing strategy 

· Housing investment, partnerships and special projects

· Supporting People

· Private sector housing 

· Marketing, communications and public relations

· Homelessness and housing advice, Asylum Seekers and Refugee Strategy

Housing Services employed approximately 100 people in the above divisions, some of whom are residents of the city. The team plans to change after its merger with the Strategy and Resources section of Chief Executives in recognition of the emerging workload associated with new legislation, regulatory reform and new funding regimes, together with opportunities to integrate improve key functions which have similar goals.

The council housing management functions of the Council were transferred to New Prospect Housing Limited. The Council will monitor the performance of the company including its equality responsibilities - CRE Code of Standards in Rented Housing and the Race Relations Amendment Act. NPHL are expected to produce a separate racial equality scheme by September 2004. They are reporting on their interim progress on equality work on 2 May 2003 at their management board.

3.
Main Functions of the Directorate

The main housing functions of the Council are outlined in the previous section as are the main functional changes occurring in the Housing Services directorate since the RES was published.

The Council's vision for housing in the City is:

The Council will aim to ensure that every person in the City can live in a decent home. We will achieve this by:

· Investment in the management and maintenance of both Council and Registered Social Landlord (Housing Association) owned homes.

· Maximising the investment opportunities available from public and private investment sources.

· Working with home-owners and private landlords to help them manage and maintain their properties effectively.

· Working to the Government’s target of ensuring that all of the Council owned housing stock achieves a 'decent' standard by 2010.

· Working with a wide range of public and private sector partners to reduce unfit and empty private sector housing by at least one third by the year 2004.

These objectives are consistent with the City Councils pledge for “Quality Homes for All”, which is one of six Council pledges that underpin the City Council’s Strategic and Best Value Performance Plan. In respect of ensuring that the Council’s own ‘Housing’ functions are delivered effectively, Housing Management Services underwent a Best Value Review in 2002, with reviews of Homelessness Services and Private Sector Housing Services in forthcoming years.

The immediate priorities are to: 

· Encourage sustainable home ownership

· Promote a healthy private rented housing sector

· Raise the quality of social housing

· Provide affordable new housing

· Promote choice based lettings

· Strengthen the protection available to the homeless

· Move to a fairer system of affordable rents

· Improve housing benefit

· Tackle forms of housing related social exclusion

· Work across boundaries and sub regionally to achieve our vision

· Work corporately and across sectors

· Monitor New Prospect Housing Limited

· Work with Registered Social Landlords

· Work with private landlords

· Regeneration and support

These priorities will be reviewed as part of the review of the housing strategy in summer 2003. The review will also respond to the Government's requirement for the City to produce a Black and Minority Ethnic Housing strategy. This strategy will not only be linked to the housing strategy but the Council's other plans and strategies and community cohesion agenda.

4.
Training

4.1
Race Relations Amendment Act Training:

Key officers within Housing Services attended a series of corporate sessions on the legislation and this was followed up by the distribution of training CD for all supervisors to install onto the computers of all housing staff. It appears many supervisors have not acted upon receipt of the CD at this time. In year 2 of the housing action plan of the RES, we will monitor the completion of the CD training package by all existing and new staff.  

4.2
Diversity and equality training for supervisors:

20 out of 27 supervisory level staff attended a course organised jointly with New Prospect before the end of January 2003.  Asok Ohri of OSDC Limited ran the course "Equality and Diversity in Operational practice". Each participant was provided with a manager's pack including discussion case studies, relevant to the housing/public service, to facilitate the cascade of training. In year 2 of the housing action plan of the RES we will monitor the completion of the cascade of training for all staff. In year 2 will also provide at least one extra training session for supervisory staff and new staff who did not attend in year one. 

4.3
Support session for staff carrying out impact assessments:

9 of the 11 staff involved in carrying out impact assessments attended a support session provided by the corporate equalities section on 21 January 2003. 

5.
Consultation

Before the split with New Prospect, consultation focussed on council tenants views of their services.  A 3 yearly tenants' satisfaction survey is required by the Government which includes ethnic monitoring of responses.

The major consultation exercises that took place in private sector housing prior to the work involved in producing the RES were in the areas of regeneration. Due to major legislative changes the core housing service has more actively embraced the need to consult on reviews including homelessness, the housing strategy, supporting people and the regulatory reform order of Housing Renewal Policy which were all begun before April 2003. There has also been a shift to establish systems to more effectively inform strategic housing investment.

Consultation and information systems in progress:

· corporate equality plan - the Council is required to consult with key stakeholders and within housing the group being consulted are housing providers

· structure for information and monitoring systems:

· ethnic monitoring systems are in place for private sector grants and Anchor Staying Put (care and repair grants and private sector disabled adaptations); we also established systems for homeless service clients and Homeswaps clients. A system is to be put in place for Housing Advice in year 2, by 15 May 2003.  New Prospect monitors housing applications and disabled adaptation applications for council tenants.

· A housing demand survey was commissioned in March 2003 from a consultant and the brief specified the need to report on the BME community.

· The census profile (as of April 2003 the BME data was unavailable) will be carried out by the Housing Research Team and used in the preparation of a BME housing strategy in year 2 (along with other data)

· The supporting people programme commissioned research on best practice in consulting with the BME communities on supporting people housing - this report will be available by May 2003 and best practice principles applied to other service areas

· The supporting people programme has commissioned a profile of Salford's BME community, which will assist in ratifying the census profile - this will be available in May 2003.

· Information about all the Council's housing services was distributed at a Salford Link Project women's day on 16 April.

· Core housing staff attended a New Prospect BME consultation day on 30 October 2002 and took feedback on communications issues and the supporting people programme. 

· A survey of the housing needs of the Orthodox Jewish community was due to be reported upon in April 2003, though this has been delayed due to difficulties in receiving responses.  A consultant carried out the survey.

· New Prospect is monitored via monthly meetings against its Service Improvement Plan, which includes an equality section. 

· Our new challenge in 2003/4 will be consulting all stakeholders on the Government's recently published Housing Bill.

· Consultation with stakeholders on impact assessments - The Houses in Multiple Occupation Policy and Landlord Accreditation Policy impact assessments led to initial and full impact assessments.  Both assessments involved consultation with landlords and tenants - please see attached copies for details.  Action points have been identified to make more widely available to tenants information on how to complain when their accommodation is unsatisfactory or the management of their home is poor.

6.
Public Access to Information and Services

The situation prior to the split with New Prospect was that all housing leaflets (council housing and other housing services) included 4 translations asking people in Urdu, Punjabi, Arabic and Bengali to contact Salford Link Project if they required a translation.  New Prospect has continued with this and formalised a contract with SLP.

Prior to the split no requests were made via SLP for written translations of information though SLP dealt with housing enquiries.  It is also clear that private sector housing enquires are dealt with by SLP on behalf of their clients and the Council needs to be more proactive in providing information to SLP - a draft leaflet outlining all the Council's service has been compiled and when completed will be translated and provided to SLP as well as other organisations. 

Since the split, the core housing service started to include, since February 2003, a similar statement taken from the Council's Equality and Diversity Guidelines, referring the initial request for a translation to the central equalities team.  This statement is now provided in six languages (those above plus Gujarati and Cantonese).  This graphics panel has been included on landlord accreditation newsletters, the correspondence sent out with the housing demand survey; a cross tenure sheltered housing guide and consultation leaflets for the regulatory reform order for a housing renewal policy.

In addition, a new suite of homeless leaflets was produced in March 2003:

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.
In addition a representative officer in each team has viewed a language line training video and distributed details to colleagues.  The Homelessness and Housing Advice team have used the service 4 times since it was introduced and a monitoring sheet will be introduced in year 2.  Information for staff was published in a staff newsletter in March 2003.

7.
Monitoring of Service Provision

Before the split with New Prospect, consultation focussed on council tenants views of their services.  A three yearly tenants' satisfaction survey (the "status" survey) takes place, which includes ethnic monitoring of responses.

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 is being addressed through the research on best practice on consulting with the BME community and an event scheduled for May 2003.

· For the Housing Strategy this is being addressed through the commissioned housing needs survey which will provide information for strategy development and result in the development of appropriate services

· The equality group within Housing Services has requested a timetable of consultation plans as part of 2003/4 service plans including satisfaction surveys for individual services.

· New Prospect is tabling an annual report on their equality performance at their management board meeting on 2 May 2003.  This will then be 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 year one.  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, confirmation or amendment on 14 April.

Policies scheduled for year 1 impact assessments:

· Homelessness Policy - initial assessment completed

· Housing Advice Policy - initial assessment completed

· Move on asylum seeker strategy - initial assessment completed

· Burglary Reduction Policy - not completed as the manager left in December and a permanent replacement manager was not identified

· Houses in Multiple Occupation - initial and full assessments completed

· Homeswaps Policy - initial assessment completed

· Most Satisfactory Course of Action Assessment - not completed

· Landlord Accreditation Policy  - initial and full assessments completed

· Clearance Policy - initial assessment completed

· Investment priorities for the housing corporation - initial assessment completed

· Home Energy Conservation Act strategy - initial assessment completed

· Supporting People policy - initial assessment completed

· Housing Marketing strategy - initial assessment completed

· Residents information function - initial assessment completed

Please see section 1 for a brief summary of the process explaining their selection.

As a number of staff were relatively experienced at carrying out option appraisals the process went relatively smoothly.  The two impact assessments that went to full assessments were carried out together and focussed on the reporting of complaints/problems with accommodation. Valuable information was obtained from tenants and landlords - through an existing network of registered HMOs and accredited landlords.  The consultation was carried out through face to face surveys by staff in the 2 teams.

A common theme across all the impact assessments was that staff did not feel they knew enough about issues relevant to transgender to ascertain whether policies were likely to have a differential or adverse impact.  This has therefore been identified as a training need for year 2.

It was agreed key documents should be made available in a translated format (rather than offer on request) - as the homeless team deal with a significant leave of referrals from asylum seekers who obtain leave to remain - this was actioned in March 2003.

It was also decided that information about housing services across all tenures needs to be provided and the following contacts have been identified as potentially useful to reach BME customers:

· the Asylum Seekers team should be briefed on services available and what they should tell their clients

· the university international office could be a potential contact point

· other organisations that have contact with the BME community include local language schools and colleges with TESL courses

· it has been agreed to send all registered HMO tenants and accredited landlords' tenants a leaflet on a regular basis asking them whether they are happy with accommodation, with details of who to contact with complaints

· an equality statement added to the HMO registration scheme leaflet will help HMO tenants have confidence their complaints will be listened to sympathetically

· a leaflet to all known landlords with our equality statement will encourage providers of housing to address their own standards

· the service can use groups like RAPAR who provide support to asylum seekers to pass on information to our customers

9.
Complaints over the year

Up until April 2003, New Prospect continued to provide a formal complaints service for the core housing service of the Council as resources had to be identified to provide the service.

The original unified Housing Services directorate (before New Prospect was set up) had been keeping records of complaints by ethnicity since April 2002.  There has only been 1 formal complaint from a member of the public that specifying the person was from the BME community. This seems somewhat surprising and it is likely that more needs to done to encourage customers to feel confident about raising complaints. Action to address this issue will be included in an amended action plan.

10.
Review of the Action Plan

A detailed look at each action in the plan is provided in appendix 1

RACE EQUALITY SCHEME ACTION PLAN FOR HOUSING


Key task
target
who
measure by
Progress

1
PROGRESS YEAR 1

roles and responsibilities

* set roles and responsibilities for implementing the action plan

* identify lead/coordinating officer within the directorate to take overall responsibility for the action plan

* communicate roles for implementation of the action plan to managers and officers (who will be undertaking the impact assessments)
Oct 02

Oct 02

Oct 02


DMT

DMT

DMT/Lead Officer
DMT meeting notes

Officer identified in the RES

work required must be included in individual, team and directorate work plans
Provided -see sections 1 and 6

Principal Officer Marketing and PR designated

All officers designated for year 1 assessments.  Briefing held 7/1/03 and support session  21/3/03

2
Establish baseline for current perceptions of the services the directorate provide

* conduct perception survey of the directorate amongst key stake holders

* repeat at end of 3 year cycle
May 2003


To be identified


Results of the survey will be included in the first annual report of the RES.  Outcomes will be used to set targets for the first annual review of the RES
This has not been progressed as the designated coordinating officer took over responsibilities late in Sept 2003. Asst Director covering performance was not appointed on schedule. 

3
Establish monitoring services

* 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

* developing monitoring systems for the arms length management organisation
October 2002

November 2003

May 2003

Sept 2002


DMT/

Lead Officer

DMT/

Lead officer

DMT

Barry Simons

Consultant


Production of proposals

project plan, implemented and published

effectiveness of statistical information as a result to identify policies and functions which require action to meet the general duty.  The results of the ethnic monitoring will be published annually.

Publish results of ethnic monitoring data on complaints and housing applications.

Report to DMT in year 2 of agreed targets and performance

Monitor NPHL on performance on the agreed Service Improvement Plan (see appendix key theme 2) to achieve performance indicators

 - % local authority employees from ethnic minority communities

 - Proportion of properties let to ethnic minorities

performance will be monitored via monthly and quarterly meetings
Identified - housing advice & Homeswaps.  Advice to be taken from Salford Direct re conducting over the phone for housing advice 

Carried out in this document

Systems set in place by March 2003 - except housing advice where advice is to be taken.  Rescheduled for 

Appendix 2 of the report

Monitoring meetings began in September 2002.

NPHL producing report to their management board 2/5/03.



4
Training staff on the Race relations (Amendment) Act 200 and their duties under this.

* RRAA training 

* diversity and equality training for supervisors

* cascade training following completion by all supervisors of the training above to assist staff undertaking action from impact assessments
May 2005

January 2003

March 2003


provided corp- orately

provided jointly with NPHL devised by consultant to meet requirements of service

DMT to devise programme

using information from consultant
90% of all staff trained in the first 3 years of the scheme

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

All staff involved in impact assessments to have received training from managers who have attended the course
Provision has been made via training CD which has been distributed. Year 2 need to ensure cascade takes place

100% of supervisory level staff is the target - 74% attended. 2nd session to be organised in year 2

all staff involved in impact assessment have directly undertaken the training

5
Identify areas for conducting impact assessments:

* identify new policies or those likely to substantially change

* allocate responsibility for conducting impact assessments
Revised October 2002

November 2002
DMT/lead officer

DMT/lead officer
Assessment documentation for all new policies

Work plans reflecting work needed and resources allocated in budget  
Completed

Completed

6
Actions and Impact assessments in year 1






Establish new equality working group post New Prospect split
October 2002
Lead Officer
Minuted quarterly meetings
Completed - met 7/1/03, 21/2/03, and 10/4/03


Review with New Prospect Housing Limited their progress in meeting level 2 of the equality standard
End of March 2003
To be identified
Report to DMT
Maurice Leigh to make report to NPHL parent board - 2/5/03


ethnic monitoring

review current practices
November 2002
Working group
Report to DMT
Received and services identified to introduce (Housing Advice and Homeswaps).  HAS by 15 May 2003.


Identify consultation requirements for year 1 assessments

set up systems and ensure there is system to keep updated

prepare communication plan for BME communities and service users
November 2002

December 2002
Working group/

Appropriate manager

Working group/lead officer
Report to DMT

Report to DMT
The 2 full impact assessments carried out utilised existing networks - registered HMOs and accredited landlords

This is part of the  marketing strategy impact assessment and preparation of marketing strategy for 2003/4


Brief contractors to carry out housing market demand survey including identifying needs of BME communities in the City


March 2003
Lead officer Housing strategy

Paul Longshaw /research team
Report in year 2 - to establish baseline data
Completed February 2003


Review census information for profile of the City
March 2003
Lead Officer Paul Longshaw / research team
Report in year 2
The data has been delayed and this will now not be available until summer 2003.


Review monitoring systems for ALMO and other contractors
By March 2003
Barry Simons

Consultant
Based on Management agreement for ALMO



Publish equal opportunities statement in Directorate's literature
December 2002
Principal Officer Marketing and PR Sue Hill
Housing Strategy update

Publication

Website
Housing Strategy due out 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  graphics panel for 6 languages - email sent to Housing Services staff 10/4/03.

Language Line introduced for interpreters when delivering face to face services - from Feb 2003


Integrate equality statement in Landlord Accreditation scheme code of standards
February 2003
Landlord accreditation team leader
Local code published and revised with equality statement in December 2003
Awaiting national code to be approved by ODPM end of March 2003


Agree contracts with all supporting people programme providers - requires compliance with equality statement and observation of CRE codes of practice
March 2003
Lead Officer

Jean Rollinson
Statistical returns

Reports on number of contracts signed
National contract and as of 1/4/03 75% of contracts had been signed


Ensure supporting people team are trained to recognise breaches of code
By March 2003
Lead Officer Jean Rollinson
Report to DMT
All SP staff have been on equality training and formal process set up to monitor providers


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


Supporting to the Housing Corporation the setting up of a new local Orthodox Jewish Housing Association
End of March 2003
Head of Housing Bob Osborne and PISO Dylan Vince
Clearance by Housing Corporation
Council has formally supported bid in writing to Housing Corp.


Survey of housing needs of the Orthodox Jewish community in Salford
End of March 2003
PISO Dylan Vince
Part of larger survey - publication of results
Awaiting consultant update as of April 2003 


Undertake an impact assessment on policies identified as year 1

(See below)
end of March 2003
Agreed manager/

Supervisor
Publication of results to agreed standards

Positive feedback of those involved in consultation process



Homelessness and Housing Advice:

- homelessness policy

- Housing Advice

- move-on asylum seeker strategy 
March 2003
Acting Lead Officer Jane Anderson
Designated - J.Anderson
Initial assessments completed


Private Sector Housing:

-     Burglary reduction

· HMOs 

· Homeswaps 

· Most satisfactory course of action assessment 

· Landlord accreditation  

-    Clearance


March 2003
Lead Officer John Wooderson
Designated - J.Cavanagh

A.Charlton

J.Wooderson

F.Frost/J.Cavanagh

J.Wooderson/A.alao
- BRT manager post vacant so burglary reduction IA was  not designated

-  HMOs & Landlord Accreditation  - initial and full assessments completed. Others IAs completed as initial assessments


Strategy and Investment:

- Investment priorities for the Housing Corporation

- HECA strategy
March 2003
Lead Officers

Malcolm Barton and Paul Longshaw 
Both designated to 

M.Hemingway
Both Ias completed as initial assessments


Supporting people:

- Supporting people programme

- Supporting People strategy
March 2003
Lead Officer

Jean Rollinson
Both designated to J.Coogan
Both  combined and completed as initial assessment


Marketing and communications:

- marketing strategy

 - residents information
March 2003
Principal Officer Marketing and PR 

Sue Hill

Both Ias completed as initial assessments - new marketing strategy to be completed 2003/4 with consultation

The Way ahead, Year 2

· Revisions to the year 2 action plan are contained within appendix ?

· Revisions were arrived at in consultation with lead officers for service and the Head of Housing.  The few actions scheduled for year 1 that had not been met were rescheduled for year 2.  Priorities had not changed significantly, as the action plan had been re-submitted in September 2003.

· The merger of Housing Services with the Chief Executives Strategy and Resources Division may alter these plans. 

ANNEX A

-


CORPORATE ACTION PLAN


Key Task
Target
Who
Measured By

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

2
Achievement of level 2 of the Equality Standard for Local Government
March 2004
Director of Personnel and Performance
· Standard adopted by all Directorates.

· Equality Impact Assessment across Directorates 

· Equalities Officer Working Group membership to include officers who report to and influence DMGs

· Race/Equalities Groups established in all Directorates

· Systems of self-assessment, scrutiny and audit are established

· Directorate Equalities Plans developed

· Evidence collection started in all Directorates

· Integration of equalities into all BVRs



3
Increase representation and participation of BME groups in Community Committees
March 2004
Leader of the Council

Lead Member for Community and Social Services

Director of Community and Social Services 
· Some Ethnic Minority champions appointed on to the committees

· Members better understand BME issues and develop improved contacts with those communities.



4
Ensure that responding to and valuing the needs and differences of an increasing diverse community is embedded in all performance management systems
March 2004 
Chief Executive

Director of Personnel and Performance

Directors
· These issues incorporated into the Scrutiny process 

· Monitoring of all services in relation to ethnic origin

· Review of performance included in Directorate, team and individual performance management.

· Integration of equalities into all BVRs

· All employment data is monitored in relation to ethnic origin.



5
Establish a consultation and engagement strategy of BME communities and their representatives
September 2003 – March 2004
Chief Executive
· Availability of interpretation and translation services to meet need continues to be met through Language Line contract and other providers

· Positive images of diverse communities included in all publications.

· Valuing Diversity in Communications guidance promoted to assist people in ensuring information is appropriately delivered.

· New web site improves image and performance of Council in relating to BME citizens (and others) by electronic means. 

· Best Value  Review on community engagement completed and action plan implemented.



6
Consultation and engagement practice routinely includes all BME communities and their representatives
March 2005
Chief Executive
See above

7
Review the Procurement Strategy
March 2004
Director of Corporate Services
Integration of Equality considerations into procurement policy and practice.

ANNEX B

-


PERSONNEL AND PERFORMANCE ACTION PLAN

 
Key task
Target
Who
Measured by

1.
Roles and responsibilities
 
 
 

 
Continue to provide lead role and resources to meet corporate responsibilities under RR(A)A
March 2004
Principal Personnel Officer
Reflection of work required in individual, team and Directorate workplans.

2.
Identify areas for conducting impact assessment from business planning process:
 
 
 

 
Identify new policies or those likely to substantially change
July 03
Principal Personnel Officer
New policies and impact assessment projects identified in corporate planning documents 

 
Allocate responsibility for conducting Impact Assessments
Dec 02
SMG
Resources allocated in budget documents.
Workplans reflecting work needed.

 
Undertake impact assessments on those policies outlined in the assessments of functions and policies as being high priority
March 2004
Individual managers
Reports published on Impact Assessments

 
Agree Initial Action Plan for Years Three and Four
March 2003
Director
New action plan produced

3
Equality Standard





Support achievement of Level 2 of the Equality Standard for Local Government
March 2004
Principal Personnel Officer
Achievement of Level 2


Support achievement of Level 3 of the Equality Standard for Local Government
To be reviewed in March 2004
Principal Personnel Officer
Achievement of Level 3

4
Training and Communication





Ensure that the duties under the Race Relations (Amendment) Act 2000  and Community Cohesion issues are conveyed to Members and Members are provided with training to assist their understanding
Ongoing
Senior Principal Personnel Officer
Training undertaken by Members


Ensure images of Salford used in publicity etc reflect diversity of communities
Ongoing
Head of Communications and Media Relations
Images in the publicity reflect the diversity of communities


Ensure that images of Salford are promoted to the media with a BME audience
Ongoing
Assistant Director Communications and Media relations
Images in the publicity reflect the diversity of communities

5
Performance and Scrutiny





Integration of equal opportunities into Best Value methodology (comparison, Consultation, Challenge and Competition)
January 2004
Assistant Director Best Value and Performance
Best Value methodology incorporates equal opportunities


Integration of equal opportunities into scrutiny processes
January 2004
Assistant Director Police and Scrutiny Support
Scrutiny incorporates equal opportunities considerations thematically.


Ensure that responding to and valuing the needs and differences of an increasing diverse community is embedded in all performance management systems
March 2004
Assistant Director Best Value and Performance
Incorporated

ANNEX C

-


STRATEGY AND RESOURCES ACTION PLAN


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
Achieve level 1 and 2 standard of the Equality Standard for Local Government 
March 2004
Ruth Fairhurst 
Standard achieved


POLICY, PRACTICE AND PROCEDURE 

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 
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 Goldman


SRB Monitoring Returns 


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

Alan Caddick
European/NDC Monitoring Returns 


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

Alan Caddick
European/NDC Monitoring Returns 


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)
Mechanism Established


9
Salford Partnership to promote the engagement of BME groups, including through the Community Network.
Ongoing 
Sheila Murtagh 
Monitor annually number of BME groups engaged


10
To set up the systems to promote good practice in community involvement across the Salford Partnership. 
Ongoing
Sheila Murtagh 
Systems set up




11
To continue to monitor the Salford Partnership Capacity Releasing Action Plan for BME communities.
Quarterly 
Dizy Martin and Capacity Releasing Steering Group
Quarterly monitoring report


12
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


13
Request all partnerships to review their roles and membership and ensure that BME communities have an appropriate role.   
March 2004
Sheila Murtagh 
All partnerships requested to review their roles and membership 


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 
All partnerships requested to undertake the review 


15
Begin to incorporate the principles of the Race Relations (Amendment) Act 2000 into the commissioning process.  
March 2004
Ruth Fairhurst 
Number of references to Race Relations (Amendment) Act 2000 within procurement documents  


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
Monitoring report on take up March 2004


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


18
Continue to use, promote and monitor the use of Language Line.
Ongoing
SREWG
Monitor use on a Quarterly basis


TRAINING AND DEVLELOPMENT 

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 
Training plan produced and implementation commenced


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
Ilona Goldman 

Alan Caddick 
Number of people from BME communities consulted and involved


21
Circulate Valuing Diversity in Communication document to all existing staff and promote its implementation.
June 2003 and Ongoing
SREWG
Valuing Diversity in Communication document circulated


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





EXECUTIVE SERVICES - RACE EQUALITY ACTION PLAN 2003/04




KEY TASK


TARGET
WHO
MEASURED BY
PROGRESS




LEADERSHIP AND COMMITMENT





1.
To provide ongoing support to the Leader and Deputy Leader of the Council, and the Chief Executive.  This involves specifically providing high level advice on race issues that affect the City Council and ensuring that the Leader/Deputy Leader are in a position to raise Member awareness as appropriate.


On going
OT/CAC/JF
Number of briefings on race related issues.  


2.
Assisting the City Council's broader modernisation agenda and review of democratic structures.  This involves refreshing member job descriptions to ensure that a race relations perspective is considered as part of the work of all Lead Members, Chairs of Scrutiny and Regulatory Panels, Executive Support members and other members.  Also the Unit will ensure that appropriate professionals are asked to advice the City Council on race relations and equality issues on an ongoing basis.
Revised Job Descriptions to be issued by 30th June 2003.
OT
Work programme

The revised job descriptions to be issued by 30th June 2003.


3.
Further develop the Cabinet Agenda Planning Process linking the work of Cabinet, Directors Team and Scrutiny and continue the move towards a more strategic approach.  There will also be a need to liaise with appropriate professionals with a view to ensuring that race related and equality issues are considered by these bodies at the appropriate time.
A further review will be completed by 30th September 2003
OT/CAC
Work Programme

The Agenda Planning Process

Monthly meetings are now being held with key officers to anticipate more effectively links between Directors Team, Cabinet and Scrutiny.


4.
Facilitate further the development of ongoing briefings and information exchanges between the City Council and its MPs/MEPs.  The issue of race and equality is subject of ongoing analysis in relation to liaison with and briefings for the MPs/MEPs.
Ongoing
OT/CAC/HT
Work programme.

Monitoring of regular liaison and number of briefings held 


5.
To monitor all complaints received, addressed to the Chief Executive, Leader and Deputy Leader of the City Council, where the nature of the complaint relates to a racial incident.
Ongoing
OT/JF
Regular monitoring 


6.
To maintain and enhance an information and briefing service for the Chief Executive, Leader and Deputy Leader of the City Council.  This will provide key briefing material on issues such as Equalities.  
Ongoing
CAC/JF
Work programme

Review content and effectiveness quarterly.


ECONOMIC DEVELOPMENT - RACE EQUALITY ACTION PLAN 2003/04


KEY TASK
TARGET
WHO
Measured By
Progress



1. 
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


October 2003
 Emily Kynes
Incorporation into Salford Employment Plan Action Plan for 2003-4




2. 
Employability Steering Group to undertake an evaluation of service usage by BEM clients


October 2003
Emily Kynes
Incorporation into Salford Employment Plan Action Plan for 2003-4




3. 
Review of Job Shops Plus to be undertaken including more targeted focus on engaging those most distanced from the labour market.


October 03
Emily Kynes
Tender for / revised contract for Jobshop services post June 2004


4. 
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.


5. 
Security Grants – To ensure that BME owned businesses are able to access grants


Ongoing
Pamela McCann
Equal opportunities survey form to go out with all application forms, monitoring of all beneficiaries.
Analysis of client access / take up in quarterly reports


6.
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

Charter team to undertake a review of BME uptake between April – June 2002 to establish a baseline, in order to monitor against uptake in April – June 2003. 


6. 
Salford Opportunities Centre
Oct 2003
Emily Kynes
The Employability Team will consider how tenants including Connexions and Jobshops can monitor ‘access’. 


7. 
Employment Plan
October 2003
Emily Kynes
To undertake an impact assessment and feed results into 2003-4 Action Plan


8. 
Expanding Boundaries 


Ongoing
Pamela McCann
Equal opportunities survey form to go out with all application forms.  Ongoing monitoring to be undertaken.


9. 
Ethnic Minorities Business Group


Ongoing
Pamela McCann
Establishment of a forum for Ethnic Minority businesses.


10. 
Review of Business Survey


Ongoing
Pamela McCann
Review of Business Survey remit.


11. 
Link Track
ongoing
Pamela McCann


By entering all the information submitted on the Equal Opportunities Survey Form.  Monitoring of analysis of client access to be reported on quarterly basis.   


12. 
Marketing 


Ongoing
Becky Edwards
Monitoring all publicity literature.  Ensure all have the acknowledgement of being available in other languages and Braille.  

All future publicity and when current marketing material is reviewed.


Action Plan Strategy and Regeneration – Community Safety 2003/04


Key task
Target
Who
Measured by
Progress


Year 2





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



* SUBJECT TO INTERNAL WORK PROGRAMMING

ANNEX D

-


COMMUNITY AND SOCIAL SERVICES 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



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



Support for BME staff:

Continue support and development of BME Staff Support Group
On-going
DMG
Dates of meetings and report to DMG



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


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



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



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



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


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


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


I

M

P

A

C

T


Care Services:

Initial Impact Assessment on Resource Units

Deputy Director



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 



Y

E

A

R


Children’s Services:

Initial Impact Assessments on: 

Children & Families Social Work

Children’s Homes



Assistant Director



2
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



3
Community Services:

Initial Impact Assessment on Welfare Rights & Debt Advice

Assistant Director



ANNEX E

-


CORPORATE SERVICES ACTION PLAN

Race Relations (Amendment) Act 2000

Corporate Services Draft Action Plan 2003/2004


Key task
Target
Who
Measured by
Progress

CUSTOMER SURVEY

1.
Conduct Perception Survey of the Directorate amongst key stakeholders.  This survey will have regard to the findings of the Community Engagement Review.
Nov 03
Senior Management Group (SMG)



MONITORING

2.
Review incidence of ethnic monitoring (as part of general equalities monitoring) across Directorate.  Identify other areas for monitoring and introduce.
May 04
SMG/Corporate Services Equalities Group (CSEG)



3.
Review statistical information from existing ethnic (equalities) monitoring and consider any appropriate action.
Nov 03 (Customer Care Centre)

May 04

(Law and Administration)
SMG



TRAINING

4.
General training via E-Learning CD or Intranet to be undertaken by 90% of staff. 
May 04
SMG to review



5.
Further training to be provided for equalities impact assessors.  This will have regard to the establishment of a coherent strategy for undertaking impact assessments (see page 11 of Corporate Annual Report document).
May 04
CSEG



EQUALITIES IMPACT ASSESSMENTS

6.
Examine all EIAs completed to initial level in year 1 and progress to partial or full assessment if appropriate.
May 04
CSEG/Assessors



7.
Identify EIAs to be carried out in year 2 in the light of 6 above.
Aug 04
SMG



8.
Carry out EIAs identified for year 2 to at least initial level.
May 04
Assessors



QUARTERLY MONITORING

9.
Continue quarterly monitoring reports to SMG.
Aug 03

Nov 03

Feb 04

May 04
CSEG



REVIEW

10.
Review service improvements after Race Equality Scheme has been in operation for three years, and produce a report on achievements.
May 05
SMG/Lead Officer/CSEG



11.
Review and revise current action plan and publish new three year action plan.
May 05


SMG/Lead Officer



ANNEX F

-


DEVELOPMENT SERVICES ACTION PLAN


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
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
Awaiting for Directorate Group to be established.

Done. Officer appointed has left, in process of appointing replacement.

Done.

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

3. 
Establish monitoring systems

· Identify gaps in service provision ethnic monitoring

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


July 2002

March 03


TCG

DMG


Production of proposals

Project planned and implemented and results published


Complaints Officer collates records for ethnic related issues.  None received to date.

Projects Achieved

· 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 

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


May 2002

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. 
Training Module on Intranet

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

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

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

Improvement Plan progress. Workplans reflecting work needed.
Best Value Improvement Plan 2002/3

Officer nominated for Planning.  

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.


This will be revisited once Equality Officer has been re-appointed.

Reported to Lead Member 27th May 2003

Impact Assessments Completed

· Crime & Design -May 2003

· The Panel - June 2003

· Neighbour notification publication – May 2003

7.
Impact Assessments in Year Two






Devise Action plan for Impact Assessments in identified priority areas

Undertake impact assessment in identified priority areas.


July 03

March 04
Race 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.


Report to Lead Member 27th May 2003

Built in to Best Value Improvement Plan.



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
Race 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 
First priority when the Directorate Group is established

Report to Lead Member 27th May 2003

2003/4 Action Plan

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


ANNEX G

-


EDUCATION AND LEISURE ACTION PLAN


Key Task
Target date
Who
Measured by
Progress

May 2004


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



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. 



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



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



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.



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



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, distibuted and used by service managers



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



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



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



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.


Resources and Planning


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)


Information and Performance
 





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

Positive feedback from consultees on process.



In addition to this work from year one will continue as necessary





Lifelong Learning and Leisure


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


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.



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


CITY LEISURE


Access to Services
 May 2004
 Head of City Leisure
Access to Leisure Services is improved



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




MARKETING AND COMMUNICATION


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



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



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



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


MUSEUMS


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



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



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



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


SPORTS DEVELOPMENT


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



Single Status
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised and council equalities policies are met.



Accident Reporting
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised and council equalities policies are met.



Complaints Procedure
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised



Performance Indicators
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised and council equalities policies are met.



Code of Conduct
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised and council equalities policies are met.



Training and development Policy
 May 2004
Manager of Sports Development
People of all cultures feel welcome I museum settings and feel their culture is recognised and council equalities are met


ARTS


Arts
 May 2004
Manager of Arts Service
People of all cultures feel welcome I museum settings and feel their culture is recognised



Public Art
 May 2004
 
People of all cultures feel welcome I museum settings and feel their culture is recognised


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



Provision of community arts projects
 May 2004
 
People of all cultures feel welcome I museum settings and feel their culture is recognised



Arts Development
 May 2004
 
People of all cultures feel welcome I museum settings and feel their culture is recognised


CONSORTIUM


Equal Opportunities

Training Programmes
 May 2004
Manager of Consortium
Policies and practices reflect  equal opportunities issues


LIFELONG LEARNING


Equal Opportunities
 May 2004
Head of Life Long Learning
Policies and practices reflect  equal opportunities issues



Training Programme
 May 2004

 Training programme reflect  equal opportunities issues


School Improvement


Key Task
Target date
Who
Measured by
Progress

May 2004

SCHOOL IMPROVEMENT TEAM (FORMERLY INSPECTION AND ADVISORY SERVICE)


Inspection- Advisory Service
May 2004
Deputy Director, School Improvement
Impact Assessment on Policies and functions takes place as listed below



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


Art Centre activities
May 2004




ETHNIC MINORITY AND TRAVELLERS SERVICE


Provide training on multi-cultural issues for staff
May 2004

Impact Assessment takes placeTraining on multi-cultural issues takes place and is effective.


EXCELLENCE IN CITIES


Gifted And Talented
May 2004
 
Impact Assessment on Policies and functions takes place as listed below



Excellence Challenge
May 2004
 
 



City Learning Centres
May 2004
 
 



Learning Mentors and Learning Support Units
May 2004
 
 


Inclusion and Access


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)


Support to families and carers
May 2004
Head of Inclusion Support Service
Impact assessment to take place



Support to Schools
May 2004

Impact assessment to take place



Liaison with other agencies
May 2004




EDUCATIONAL PSYCHOLOGY


LEA Policy/Strategy
May 2004
Principal Educational Psychologist
Impact assessment to take place



Multi-agency work
May 2004

Impact assessment to take place



Recruitment into Educational Psychology Service
May 2004

Impact assessment to take place


Capital and School Organisation


Key Task
Target date
Who
Measured by
Progress

 (May 2004)

ASSET PLANNING


Service Level Agreements
May 2004
Asset Management Team
Impact assessment to take place



Asset Management Plans
May 2004
Asset Management Team
Impact assessment to take place


ANNEX H

-


Environmental Services Action Plan 2003 – 

This plan is based on the 2002 action plan with indicators of the status of previous targets. Other targets have been up-dated to reflect the directorate’s current position.


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)
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

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
May 2003

May 2005
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 2003

3
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

In place for most services – others during 2003

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


May 2002

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.

Staff still to be identified for more detailed ass.

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

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

6.
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 done


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

7.
IMPACT ASSESSMENTS – YEAR 2






Undertake initial impact assessments for all service areas / policies

Assess need for partial / full assessments


March 2004
ADs/Service Managers
Number achieved


8
Achieve level 2 of the Equality Standard for Local government


March 2004
Core Group
Action Plan endorsed


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
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

10.
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


ANNEX I 

-


HOUSING SERVICES ACTION PLAN 2003-2004

1
Actions and Impact assessments in year 2






Review targets for equality performance monitoring of New Prospect Housing limited 
July 2003
To be agreed
HMT report (in new merged Strategy and Resources Division  of Chief Executive's Directorate)



Development of new Orthodox Jewish community housing schemes
March 2004
PISO Dylan Vince
Agreement of schemes





Develop BME housing strategy for publication with the main housing strategy for 2003/4
July 2003
Lead Officer Strategy

Paul Longshaw
Formal consultation with the BME community before, during and after strategy prepared



Exploring partnership with one or more BME housing association re the possibility of developing expertise 
March 2004
Lead Officer Investment Malcolm Barton
Report to HMT (see above)



Examine design requirements of homeless provision in light of identified needs of the BME community
By March 2004
Lead Officer Homelessness
Review by HMT



Review supporting people services for contract compliance and against service quality standards
April 2003 - March 2006
Lead Officer

Jean Rollinson
Service reviews will be measured using Government monitoring systems (not yet available)



Produce new homelessness strategy - consulting with different communities
July 2003
Lead Officer

Janice Samuels
Formal consultation with the BME community before, during and after strategy prepared



Publish new Housing Renewal Policy
July 2003
Lead Officer John Wooderson
Formal consultation with the BME community before, during and after strategy prepared



After Housing Renewal Policy and Homeless Strategy published produce formal communications plans for the different communities in Salford
July 2003
Principal Officer Marketing and PR Sue Hill
Consult with BME community on housing marketing strategy



Review results of grants ethnic monitoring data - chnge way ethnic monitoring carried out and/or way we communicate grants available to the BME community 
August 2003
Lead Officers

John Wooderson/Sue Hill
Measured by increase in forms from other groups than "White British" 



Organise follow up diversity training

Produce plan for cascade of diversity training and cascade of Race Relations Amendment act training
October 2003
To be identified
Target 100% of all supervisors

Target 75% of all staff and measure



Publish communications guidance for staff on the intranet
June 2003
Principal Officer Marketing and PR Sue Hill
Staff survey in November 2003



All service plans to include plans for customer satisfaction measure for all service areas
July 2003
All lead officers reporting to Head of Housing 
Service Plans to be published for all service areas 



Review complaints policy and communication of the policy in light of low number of BME complainants
Summer 2003
To be identified
This will be affected by the merger of Housing Services/Strategy and Resources



Devise action plan for impact assessment on policies that have been identified as a medium priority (year 2)

Undertake an impact assessment on policies identified as year 2
July 2003

March 2004
Appropriate Lead Officer and manager
Action plans to be tabled at HMT and noted



Private Sector Housing:

- Homeloss, disturbance, disruption and damage

- private sector grants

- enforcement

- rental bonds


March 2004
Lead Officer

John Wooderson
Outcome to be reflected in Housing Renewal Policy



Strategy and Investment:

- Housing strategy

- Business planning

- Area housing plans

- Research function
March 2004
Lead Officers

Kevin Scarlett, Paul Longshaw, Malcolm Barton
Outcome to be reflected in Housing Strategy



Marketing and communications:

- media enquiries
March 2004
Principal Officer Marketing and PR

Sue Hill




Other:

Complaints
March 2004
Asst Director when appointed
This will be affected by the merger of Housing Services/Strategy and Resources


2
Impact assessments in year 3






Build into Broughton regeneration model family housing provision for Orthodox  Jewish Community
July 2004
Asst Director Kevin Scarlett 
To be included in Housing Strategy Update for 2004/5



Devise action plan for impact assessment on policies that have been identified as a low priority (year 3)

Undertake an impact assessment on policies identified as year 3
(as below) 
July 2004

March 2005


Head of service/

Appropriate manager

Identified managers
Action plan to be approved and noted at DMT



Private Sector Housing:

- builders list

- disabled facilities referrals

- empty homes strategy

- home repairs assistance/care and repair

- fraud


March 2005
Lead Officer

John Wooderson
Possibly through Best Value Review 


9
Review results at end of year 1 and end of each subsequent year 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
May 2003

may 2004

May 2005

as above

as above

as above
Lead Officer

Lead Officer

HMT/lead Officer

HMT/Lead Officer
Report to HMT

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


10
review progress in service improvement at end of 3 years of RES


May 2005


HMT/Lead Officer


Individual customer satisfaction surveys for users of different services; improvements in ethnic monitoring data - take up of service




11
Revise current action plan and publish and 3 year action plan

Produce 3 year report on achievements made during the first 3 years
May 2005

as above
Lead Officer

Lead Officer
Publication of 3 year Action Plan

Publication of 3 year report


ANNEX J

-


EMPLOYMENT DUTIES ACTION PLAN

Key task
Target
Who
Measured by

Institute effective monitoring of training and development participation by utilising Personnel Computerised Management System (SAP)
ongoing
Senior Principal Personnel Officer (OD&E)
% usage

Review all Personnel Policies and Procedures - taking particular cognisance of potential impact on BEM employers and potential employers
To March 2005
Head of Personnel
New Policies

Improve the position of the Council as an employer of choice for BEM citizens
March 20034 (ongoing)
Head of Personnel
% of workforce from BEM Communities
% of applicants for job vacancies from BME Communities
% applicants shortlisted from BME Communities
% of workforce from BEM Communities in top 5% earners.

Review operation of Dignity at Work Policy in ensuring that Racial Harassment is eliminated from workplace.
March 2004
Senior Principal Personnel Officer (OD&E)
Number and nature of complaints.

Achieve ethnic monitoring of all relevant Personnel functions
Sept 2003
Head of Personnel
Monitoring reports published

Achieve accurate statistics of workforce
Sept 2003
Head of Personnel
Monitoring reports published







