
The Council is committed to promoting equality of opportunity across the six equality strands (age, disability, gender, race, religion/belief and sexuality).  To reinforce that commitment, this strategy has been produced covering the six strands and replaces the requirement to produce separate equality schemes on gender, disability and race.  
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equality is everyone’s right & everyone’s responsibility


Equality and Diversity Scheme
2010 – 2013 

For further information on Fife Council’s Equality and Diversity Strategy, please contact:

The Equalities Unit, Performance & Organisational Support, Fife House, North Street, Glenrothes, Fife, KY7 5LT. Tel:  08451 555 555 ext 441242
E-mail: enquiry.equalities@fife.gov.uk 
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SECTION ONE 

Introduction 

This is Fife Council’s second Equality and Diversity Strategy. It follows on from the first strategy that was published in 2006.  The previous strategy covered a three year period. It is therefore timely that we bring our work up to date to ensure that it is in line with, and looking forward to, changes in equalities legislation.  The past three years have also seen changes in the Council and in its work with partners, and these changes are reflected in this version of the strategy.  

In the next few years local government will be facing some difficult challenges, the most pressing of these being financial.  Like other public authorities, Fife Council must be realistic about what it can deliver to the people of Fife.  This strategy sets out our revised equalities commitment, highlights some of the equality issues for the Council as an employer and service provider, and sets out our equalities priorities for the next three years.  

This strategy is structured as follows:

Section Two provides the background and context within which the Council’s equality priorities have been developed, specifically the national legislative and local contexts.  There is also reference to the Council’s Big 8 corporate priorities.  We also highlight partnership working, specifically through community planning and the five outcome themes agreed by community planning partners.  

Section Three sets out the detail of the approach we have taken to setting our equality priorities for the next three years using the Equality Framework for Local Government.  

However, we start with our revised commitment to equalities, which is in line with Fife Council and Fife Partnership’s vision for the people of Fife.  

Equal Opportunities Statement 

In the previous Equality and Diversity Strategy, we gave a commitment to “promoting equality of opportunity and tackling discrimination through service delivery and as an employer”.  In line with changes in legislation, we have now widened our definition of, and commitment to, equalities as follows:  
“An equal society protects and promotes equal, real freedom and substantive opportunity to live in the ways people value and would choose, so that everyone can flourish.  An equal society recognises people’s different needs, situations and goals and removes the barriers that limit what people can do and can be”

(UK Equalities Review) 

SECTION TWO – National and Local Context 
National Context

The previous Equality and Diversity Strategy was written at a time when there were separate equality commissions and separate equality duties operating in respect of race, disability and gender.  In October 2007, the three commissions merged to form the single Equality and Human Rights Commission (EHRC).  Since that time, the EHRC has been working to develop a single equalities scheme and business plan and has been making contact with public authorities.  

In April 2009, the Equalities Bill was published, setting out proposals for streamlining equalities legislation and strengthening protection across all equality strands.  The Bill will cover and extend protection in respect of race, gender, disability age, sexual orientation, religion or belief, pregnancy and maternity and gender-reassignment.

The Bill also proposes a new socio economic duty on public authorities to address disadvantage arising from social class.  Along with other proposals in the Equality Bill, this provided the basis for consultation with public authorities towards the end of 2009.  With respect to the socio economic duty in Scotland, local authorities, through COSLA, agreed that the duty should be mainstreamed through existing arrangements for equalities rather than being included in the Act as a separate duty.  At the date of writing this strategy, a decision has not been made on the introduction of the socio-economic duty in Scotland.  
Some of the issues resulting from social class and other forms of inequality are highlighted below.  

	Published by the Government Equalities Office in April 2009, “A Fairer Future:  
the Equality Bill and other action to make equality a reality” highlights some of the issues that remain a concern in the UK despite many years of equalities legislation.  

· Women still earn, on average, 22.6% less per hour than men, despite efforts to reduce the gender pay gap since 1997.

· Less academically able but better off children overtake more able, poorer children at school by the age of six.

· The gap between the employment rate of disabled people and the overall employment rate has decreased from 34.5% to 26.3% since 1998, but disabled people are still more than twice as likely to be out of work than non-disabled people.

· If you are from an ethnic minority, in 1997 you were 17.9% less likely to find work than a white person. The difference is still 13%.

· 6 out of 10 lesbian and gay schoolchildren experience homophobic bullying and many contemplate suicide as a result.
The Bill argues that inequality is not just linked to a person’s gender, ethnicity, sexual orientation, disability, age, religion or belief. Overarching and interwoven with these specific forms of disadvantage is the persistent inequality of social class – resulting from a person’s family background or where they were born. The Bill states that social class holds a powerful grip on people’s lives in the following ways:  

· Less academically able but better off children overtake more able poorer children at school by the age of six; and 

· While women generally have a longer life expectancy than men, since the early 1980s poorer women can now be expected to live shorter lives than rich men. 




Local context 

Like other public authorities, the Council is facing considerable financial challenges over the next few years and we shall have to deliver our equalities priorities in that context.  Fife Council set out its ambitions for Fife and its people in the 2007-2011 Council Plan.  These ambitions are reflected in the Council’s vision “To make Fife a truly great place to live, work and visit”.  Underpinning this vision are the Big 8 priorities:

· Improved educational attainment and achievement for all
· Make Fife the leading green Council in Scotland
· Improved local conditions for economic development 

· Increased access to housing 

· Improved community safety 

· Targeted support to vulnerable people 

· Improved sport, leisure and cultural opportunities 

· Become a top performing Council 

Information about Fife’s population and the challenges we face in delivering the Council’s equality priorities is provided below.  
	Note:  Most of this information has been taken from the 2001 Census (except where stated). It therefore needs to be treated with caution - many of the figures will have changed since 2001.  
· Fife has an estimated population of 361,890 – comprising 51% females and 49% males.  

· 33% of households in Fife contain only one person, compared with 22% in 1981.  

· 5.4% of people were looking after family members.  

· 5% of people were classed as workless with dependent children.  

· In 2007 2,900 people registered to work in Fife from the eight new European accession countries; 60% of these people were aged between 18 and 24 years.  

· There are estimated to be between 12,000 – 15,000 Eastern European migrants in Fife.  
· The 2001 Census estimated that Fife’s ethnic minority population stands at 1.3%. (This is almost certainly an underestimate).
· The 2001 Census estimated that approximately 6% of people in Fife have a disability, 8% having a long term illness and 4% have both a disability and long term illness.  
· Approximately 8,000 people in Fife have a registered sight loss (Fife Society for the Blind).

· As at 3rd March 2010 there were 21,647 valid blue badges in Fife - with 7505 issued in the financial year 09/10.  
· The 2001 Census estimated that 15.2% of people lived in single pensioner households with 22.5% people aged over 60 years. 
· The 2001 Census estimated that approximately 42.96% of Fife’s population are affiliated to the Church of Scotland, and 40.22% have not declared their affiliation.  People from faiths such as the Muslim, Hindu, Sikh, Jewish faiths each make up less than 1% of Fife’s population.  

· According to Stonewall Scotland, between 19,000 and 25,000 people in Fife are lesbian, gay, bisexual or transgender.  

From a customer and an employment perspective, we know that:

· The Fife Council Contact Centre language lines are well used in all minority languages. Polish, Urdu and Cantonese are the most frequently used languages.  
· Most customers still prefer face to face contact by visiting our Local Service Centres.
· Not all Council employees choose to declare their ethnicity or disability.  0.64% of Fife Council staff classify themselves as being from an ethnic minority and 1.3% classify themselves as disabled.  This compares with the Census estimates for Fife of 1.27% and 5.5% respectively.



Community Planning and Working with Partners 

Fife’s Community Plan, A Stronger Future for Fife, is the overarching strategic plan for Fife.  It provides a framework that enables community planning partners to deliver their joint outcomes.  The partners (Fife Council, NHS Fife, Fife Constabulary, CVS Fife, Scottish Enterprise, Skills Development Scotland, SESTrans and Scotland’s Colleges Fife) have set out a shared vision: 

“A confident, ambitious and caring Fife that is a great place to live, work and visit”.  

This vision will be delivered through five outcome themes:


· Building a stronger, more flexible and diverse economy

· Creating a well education and skilled Fife

· Improving health and wellbeing in Fife 

· Sustaining and improving Fife’s environment

· Making Fife’s communities safer

In the next section, we set out the steps we will take to work in partnership with other organisations and existing partnerships to deliver joint equalities outcomes.  

SECTION THREE 

Bearing in mind the national and local context, this section sets equality priorities for the Council over the next three years.  The Equality Framework for Local Government (EFLG) was used to identify the priorities. This section provides more detail on the Framework and on the priorities themselves (see Appendix 1 for strategy maps and the corporate equalities action plan).  

Equality Framework for Local Government (EFLG)

The EFLG is a new framework that is designed to help Councils make more structured and measured progress in promoting equality of opportunity.  The Framework is made up of three achievement levels:  ‘developing’, ‘achieving’ and ‘excellent’.  It is suggested that local authorities start with the ‘excellent’ level in order to identify where they want to be and to highlight where there are potential gaps.  The completion of any one of the levels will highlight actions designed to meet the equality duties, meet high standards of customer care and provide evidence that equality and diversity is being considered in a structured way.   Each of the three achievement levels is further split into five performance areas:  

· Knowing your communities and equalities mapping;
· Leadership, partnership and organisational commitment; 

· Community engagement and satisfaction; 

· Responsive services and customer care; 

· A modern and diverse workforce. 

The Council’s Senior Equalities Group and the service Equality Leads Group used the equality framework to self assess against the “excellent” part of the framework in relation to the five performance areas.  Corporate and service specific actions were identified.  Attached at Appendix 1 are strategy maps setting out the corporate priorities. Some of these priorities are listed under each of the performance areas below.  

Knowing your communities and equality mapping (see Strategy Map 2) 

Our society is becoming more diverse, and understanding this diversity is important if we are to make changes to the way we work and provide services to these diverse communities. It is also important to understand the differences within communities. This section is therefore about gathering the evidence about Fife’s communities, which in turn will help to address gaps in services for different groups.

Our priorities in this area include the need to: 

· Ensure equalities information is regularly updated and easily accessible to help inform equality objectives; 
· Support data analysis and identify good practice in identified equalities areas (e.g. housing, education, social work, employment);
· Provide regular reporting and monitoring of information to identify trends, patterns and gaps in relation to equalities. 
Leadership, partnership and organisational commitment (see Strategy Map 3) 

Strategic leadership – both political and managerial – is key to improving equality outcomes. Knowledge of the needs of different communities and equality gaps should inform both strategic priorities and work at a local level. This section is about capturing the work of both the Council and its partners in narrowing gaps between, and improving the life chances of, different groups.

Our priorities in this area include the need to:
· Develop shared commitments with partners and take forward joint equalities objectives; 

· Strengthen and support current partnership arrangements to ensure equalities work is well embedded in work areas; 

· Ensure voluntary sector funding arrangements are setting and meeting equality objectives and outcomes. 

Community engagement and satisfaction (Strategy Map 4) 

The Council recognises the importance of community engagement and participation. However, we recognise that communities of place are not always synonymous with communities of interest. This section is therefore about capturing this information to help involve communities of interest in decision making.

Our priorities in this area include the need to: 
· Identify and progress different engagement options to meet the needs of different equality groups. 

· Ensure arrangements are in place for equality groups to participate in impact assessments. 

· Continue to support and participate in community engagement activities to ensure equalities issues are being addressed. 

Responsive services and customer care (see Strategy Map 5) 

Service provision, whether provided directly or procured, remains a central function for local authorities. It is therefore important that a robust process is in place for undertaking equality impact assessments, implementing action plans, equality proofing procurement, and commissioning and monitoring access. This section captures work in this area to help inform decision making and improve our services. 

Our priorities in this area include the need to ensure that: 

· Major policy decisions have been impact assessed to minimise negative impacts;
· Services regularly equality monitor services to identify gaps in customer/service provision; 

· Services are designed and provided to all equality groups with accessibility in mind (both physical and in terms of information). 

A modern and diverse workforce (see Strategy Map 6) 

The ability to deliver responsive, personalised services will depend in a large part on the composition, skills, understanding and commitment of the workforce. This section looks at how well equality objectives are built into, and across, all employment related initiatives and policies.
Our priorities in this area include the need for: 
· Regular reporting of workforce information by equality groups and positive action to address any under-representation of equality groups in workforce or work areas;
· Support and development of new employee engagement forums;
· Managers and employees to be aware of, and supported with, training and guidance on equality issues. 
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Equality Framework Action Plan

	Knowing your community and equality mapping

	Ref 
	Key objective
	Deliverables/actions
	Timescale 2010-13
	Accountability

	1.1 
	Council understands need of equality groups & has good quality data which is regularly updated evidence is able to use 
	· Update equalities information & identify gaps in data
· Research existing information available on needs of equality groups in relation to e.g. housing, social work, education etc.  

· Commission research into needs of equality groups where gap identified
	September 2010 

2011 


	Equality Unit / Research Team 

Services 

	1.2 & 1.18 
	Equality objectives set and integrated into service plans
	· Service equality objectives prioritised and mainstreamed as part of service planning 

· Equalities data and information used to set equality objectives
	August 2010
	Services 

	1.7
	Policies and plans impact assessed from an equalities perspective
	· New and revised policies identified for impact assessment

· Integrated Impact Assessment used as initial screening to determine whether detailed equality impact assessment required 

· Final policies and plans reflect any equalities issues 


	As policies come up for review, quarterly updates to SEG from May 2010
	Services 

SEG receives updates of impact assessments quarterly

	1.2
	Annual report available on progress against equality objectives
	· Publish progress on the Council’s equality priorities in various formats to meet a range of needs
	By June 2010 
	Equalities Unit 


	Leadership, partnership and organisational commitment

	Ref 
	Key objective
	Deliverables/actions
	Timescale 2010-13
	Accountability

	1.4, 1.6, 1.7 & 1.19
	Community planning partners have a shared vision for delivering equalities
	· Lead Officer Equalities Group agrees shared vision 

· Joint equality objectives discussed and agreed

· Partnership documents reflect commitment to equality of opportunity (e.g. SOA, community plan)
	Agreement at first meeting of LOEG held in April 2010 
	LOEG

LOEG

FPEG

	1.7
	Partnership plans & policies identified for impact assessment
	· LOEG identifies areas of work to be impact assessed from an equalities perspective 

· List of partnership impact assessments published and regularly monitored including on budget decisions 
	September 2010 
	LOEG 

	1.7
	Existing partnership arrangements can demonstrate progress on equality outcomes
	· Partnership groups have included and are making progress against equality objectives

· Objectives are reviewed regularly and amended to reflect changes in legislation, community needs etc
	Agreement through attendance at meetings 
	Partnership Groups 
Equalities Unit 

	1.9
	Partnerships are able to demonstrate good practice in work across a range of stakeholders and promote good relations amongst equality groups
	· The Council and partners are approached to share good practice when meeting equality objectives 

· Services benchmark against other organisations to share experience and develop good practice
	As opportunities arise or through existing benchmarking 
	Services and partnership groups 

	1.10 
	Services procured through other agencies are delivering equality related objectives
	· Voluntary organisations monitored to ensure they are setting and meeting equality objectives 

· Link Officers provided with equality training to enable them to monitor equalities objectives through annual monitoring 

· Services contracted out monitored for equalities compliance 


	By October 2010
	Funding & Monitoring Team
Equalities Unit 

	1.11
	Improve participation rates of equality groups in civic & public life
	· Promote activities to equality groups to increase participation in public activities (e.g. Community Councils, parent/teacher councils, tenants organisations)


	September 2010 and as opportunities arise 
	Equalities Unit & Services 

	1.12
	Communities feel safer as hate crimes & harassment dealt with effectively
	· Campaigns organised to demonstrate diversity of community / hate crime reporting / domestic and sexual abuse 

· Hate crime reporting procedures well publicised and used by community groups 

· Prosecution rates for hate crime perpetrators increase

· Feedback gathered from victims on effectiveness of hate crime reporting procedures
	Discussion at Safer Communities Task Group meets quarterly 
	Community Safety Partnership / Equality Unit / Procurator Fiscal

	1.13
	Senior officers  & councillors demonstrate & understand equality obligations and needs of communities
	· Cllr surgeries held in accessible locations & available in different formats 

· Cllrs understand their equalities obligations in relation to impact assessing policies and plans 

· Senior officers regularly briefed & demonstrate commitment to equalities (e.g. through competency framework)
	By August 2010 
	Access Officer 
SEG

CMT


	Community engagement and satisfaction

	Ref 
	Key objective
	Deliverables/actions
	Timescale 2010-13
	Accountability

	1.15 & 1.17
	The Council understands needs of different communities and this informs policy development 
	· See objectives in “Knowing your community & equality mapping” above
· Ensure range of mechanisms in place to engage with different equality groups

· Research & identify different engagement options to involve equality groups & individuals 

· Council & partners identify joint engagement activities to inform identified policies 

· Annual diversity week/events held to provide feedback on equality priorities & gather views on future priorities 

· Support equality groups/individuals to be involved in impact assessments as appropriate 
	By September 2010 
	LOEG
Equalities Unit 




	1.16
	Council & partners able to demonstrate equality groups are satisfied with & are confident their views have been taken into account in the provision of services 
	· Surveys, complaints processes & other feedback mechanisms gather & analyse information by equality group
· Views of equality groups fed back into service provision to ensure services meet needs of equality groups 
	As surveys are carried out 
	Services / LOEG


	Responsive services and customer care
	Timescale 2010-13
	Accountability

	Ref 
	Key objective
	Deliverables/actions
	
	

	1.19 / 1.22
	Council & partners can demonstrate progress against set equality objectives
	· Trends/patterns can be identified over a period of time to demonstrate improvement in service provision to equality groups
	Through annual reporting 
	Services / LOEG

	1.6 / 1.20
	Equality impact assessments built into policy & service reviews
	· Policy reviews & plans are impact assessed & reported through reporting procedures (e.g. annual performance reporting, committee reports)
	As reviews arise & through budget setting 
	SEG / Services / CMT

	1.21 / 1.2
	Contractors can demonstrate satisfaction in service uptake by equality groups
	· Contractors monitor service provision by equality group
· Council & partners monitor contracted services for equalities compliance 
	Through tendering processes 
	Services / Partners / Procurement & Supplies 

	1.23, 1.24 & 1.25
	Communities & equality groups are able to use Council services that meet their needs
	· Buildings are physically accessible to a range of people
· Induction loops are available in main public buildings & staff are trained to use them 

· Key contact channels (e.g. Fifedirect, Contact Centre) are promoted & accessible to a range of users 

· Complaints procedure analysed to pick up potential cases of discrimination 
	Rolling programme of access improvements, through statutory SPI reporting 
	Access Officer 
Contact Centre 

POS 


	A modern and diverse workforce

	Ref 
	Key objective
	Deliverables/actions
	Timescale 2010-13
	Accountability

	1.26
	Employees are able to use a range of employment policies to maximise their work/life balance 
	· Flexible working options are monitored for uptake by equality group
· Family friendly & other career options are monitored to ensure they are being taken up by a range of employees (e.g. part-time staff, disabled & ethnic minority employees) 

· Good practice identified & shared in relation to employment patterns / choices of equality groups 
	Discussion through contribution management
	Services 

	1.27,  1.28 & 1.26
	Council’s workforce is reflective of Fife’s community
	· Workforce is analysed by equality group & gaps identified
· Positive action taken where appropriate to address any under-representation by equality group (e.g. women, ethnic minority & disabled employees) 

· Disabled employees are supported through a range of mechanisms to enable them to carry out their job effectively 

· Succession planning used to address any under-representation 


	Annual reporting & through reporting of statutory SPI
	Workforce Strategy & Development Manager 

Equalities Unit 

	1.30
	The Council is able to demonstrate that there is no discrimination in pay scales for men & women 
	· Mechanisms are in place to ensure that men & women receive equality of pay (subject to any major industrial, legal or other barriers) 
	Ongoing 
	Rewards Team 

Manager 

	1.31
	Cllrs understand their equality obligations in relation to employment decisions 
	· Cllrs are provided with briefings on equality obligations in relation to employment 

· Employment policies are impact assessed & potential negative impact identified 

	Briefings as changes occur in legislation 
	Senior Manager (Democratic Services) in conjunction with Equalities Unit 

	1.31
	Staff understand their obligations under equalities legislation & able to meet the diverse needs of a range of customers 
	· Targeted staff receive equalities training and briefings 
· Updates on legislation provided through various mechanisms e.g. Update, FISH
	Rollout from May 2010

Briefings as approp 
	Services in liaison with the Equalities Unit

	1.32
	A range of mechanisms are in place to support employees who may be harassed or wish to raise a grievance in relation to equalities 
	· Fair Treatment at Work policy is publicised & uptake monitored for any cases of harassment or bullying in relation to equalities 

· Employee counselling service is publicised & used by a range of employees 

· Managers have been provided with guidance to support employees across a range of issues (e.g. disability, bullying & harassment) 
	By June 2010
	Fair Treatment at Work Advisor 

	1.33
	The Council recognises good performance & engages with employees to understand their needs
	· Good performance in relation to promoting equality of opportunity is recognised and rewarded through a range of mechanisms

· Employee forums are in place to seek views of employees on a range of employment issues e.g. disability, gender, family friendly policies 
	As opportunities arise, contribution management 

Diversity forums in place by September 2010
	Workforce Strategy Development Manager 

Equalities Unit 


Key to abbreviations 

SEG – Senior Equalities Group

FPEG – Fife Partnership Executive Group 
CMT – Council Management Team 

Cllr – Councillor(s) 
SPI – Statutory Performance Indicator 

Appendix 2 
List of Consultees 
Senior Equalities Group

Equality Leads

Research & Consultation – POS 

Lead Officer Equalities Group 

Community Safety Partnership 

Strategy & Performance Team 
Workforce Development & Strategy 

Health & Well Being 

Fife Rights Forum 

Funding & Monitoring (POS) 

Knowing your communities and equality mapping 





The Council understands the diversity and the needs of the communities it services to improve service provision 








Leadership, partnership and organisational commitment 	





The Council and its partners use information about its communities (including identifying gaps) to inform strategic and local priorities and set equality outcomes 





Community engagement and satisfaction 





The Council will use a range of mechanisms to  engage with communities of interest (including with partner agencies) to improve service and workforce planning 





Responsive services and customer care 





The Council will ensure that services provided directly or procured / commissioned will meet the needs of people with different backgrounds by undertaking service / equality impact assessments 





Modern and diverse workforce 





The Council embeds equality objectives into workforce strategies & policies, ensures a diverse workforce, provides training and development and ensures a culture where staff are treated with respect and dignity 





The Council aims to promote equality of opportunity and tackle discrimination through service delivery and within its own organisation as an institution and as an employer 





Knowing your community and equality mapping








The Council understands the diversity and the needs of the communities it services to improve service provision 








Corporate 





Equalities data and information up to date and meets needs of various users 


Gaps in knowledge about equality groups identified and research commissioned where appropriate 


Needs of different equality groups identified and shared 


Good practice shared and data analysed and available by equality group theme (e.g. housing, education) 





Services 





Equality outcomes developed and integrated into service plans 


Training and briefings provided to identified staff 


Policies and plans impact assessed using appropriate toolkits 





Monitoring & evaluation 





Senior Equalities Group monitors service action plans 


Annual equalities report published in different formats





Leadership, partnership and organisational commitment 





The Council and its partners use information about its communities (including identifying gaps) to inform strategic and local priorities and set equality outcomes 








Partner commitment to equalities �


Develop shared equalities commitment / vision through the Lead Officer Equalities Group 


Identify areas for joint impact assessments 


Key partnership documents demonstrate commitment to equalities e.g. SOA & community plan 


National Standards for Community Engagement are applied to equality groups 


Identify shared equality outcomes from partner equality schemes





Current partnership arrangements embed equality outcomes �


Fife Rights Forum 


Hate crime reporting 


Domestic and sexual abuse partnership 


Health and well being 


Ethnic minority employment and training network 


Sustainable Communities Group 





Voluntary sector arrangements embed equality outcomes �


Training for Link Officers on equalities monitoring 


Equalities monitoring through Fairer Scotland Fund 





Community engagement and satisfaction 





The Council will use a range of mechanisms to  engage with communities of interest (including with partner agencies) to improve service and workforce planning 








Responsive services and customer care 





The Council will ensure that services provided directly or procured / commissioned will meet the needs of people with different backgrounds by undertaking service / equality impact assessments 











Modern and diverse workforce





The Council embeds equality objectives into workforce strategies & policies, ensures a diverse workforce, provides training and development and ensures a culture where staff are treated with respect and dignity 








Research community engagement options �


Research different options for community engagement with equality groups (e.g. equalities participation network 


Identify different community engagement needs of different communities including gaps in knowledge 


Identify and progress joint engagement activities with partner agencies 





Facilitate and monitor current approaches to community engagement �


Enable and facilitate groups to participate in the impact assessment process


Monitor and evaluate partnership approach to community engagement regularly 


Establish regular annual events/diversity weeks/days to provide networking / engagement facilities 





Services have set and are reporting on equality outcomes


Integrated / equality impact assessments have been built into and decision making processes are changing as a result 


Commissioned and procured services are monitored for equalities compliance 








Equalities monitoring is undertaken and reported on to identify customer needs, priorities and gaps


Good practice is highlighted and promoted in terms of service provision for equality groups


Ensure customer access channels (both physical and information) are appropriate and publicised to equality groups (e.g. Deaf people, disabled people, ethnic minority communities) 





Equalities embedded and monitored through corporate processes (e.g. contribution management, competency framework) 


Research and identify reasons for under-representation of certain equality groups (e.g. gender, ethnic minority, disabled people, young people) 


Research and identify positive action 


Research and identify positive action measures to address under representation of different equality groups (e.g. young people) 





Update and encourage completion of equality monitoring forms by all employees


Support and develop new diversity employee forums (e.g. disability, gender, race, LGBT) 


Ensure guidance is relevant and consistently applied by managers supporting employees (e.g. disabled employees) 


Research and promote different employment patters / needs of different equality groups to support any actions to address under representation 








Strategy Map 1





Strategy Map 2





Strategy Map 3





Strategy Map 4





Strategy Map 5





Strategy Map 6
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