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Public Sector Equality Duty consultation response from Local Authorities assessed as being at ‘Excellent’ under the Equality Framework for Local Government

Local authorities, Equality Framework for Local Government and the Public Sector Equality Duty
Supported by the Local Government Association, this submission has been put together by a number of local authorities who have been externally assessed as operating at ‘Excellent’, the highest level of the Equality Framework for Local Government (EFLG):

· Brighton and Hove City Council
· Essex County Council
· Leeds City Council
· Leicestershire County Council
· London Borough of Tower Hamlets
· Newcastle City Council
· Nottingham City Council

It describes how these Authorities have used the Public Sector Equality Duty (PSED) to advance equality of opportunity and outcome for local residents and staff, and how the EFLG has supported this approach to improvement across the sector. 

The Equality Framework for Local Government and the PSED
The EFLG was developed by the Local Government Association, in conjunction with the sector, as a systematic and structured self-assessment tool designed to drive continuous improvement through peer challenge and review. It was revised in 2010 to reflect the changes to the political and policy environment, and to take account of the introduction of the Equality Act and PSED. In a context of ‘lighter touch' regulation and inspection using the EFLG can play an important role in helping local authorities to plan and deliver improved, fairly targeted services

Since the launch of the revised framework, consultation with the sector has shown that the EFLG has played an important role in helping local authorities to plan and deliver improved, fairly targeted services and evidence how they are meeting their statutory duties as a result.

Understanding communities sits at the heart of everything a council does, and is a fundamental element of the EFLG and the Public Sector Equality Duty. High performing councils using the EFLG are equipped to understand how people (both individually and collectively) experience age, disability, gender reassignment, pregnancy and maternity, race, religion and belief, sex and sexual orientation. Working collaboratively with communities, public, private and voluntary sector partners these councils are able to draw on this intelligence to make informed decisions about resource allocation, service design and delivery.

The EFLG describes the principle characteristics of an ‘Excellent’ local authority as:

· Councillors and officers have a reputation for championing equality issues and ensure that the equality issues relevant to their communities are embedded in their sustainable community strategy, strategic plans, local area agreements and local delivery plans. 
· It works with all strategic partners and the voluntary and community sector acting as advocates to achieve defined equality outcomes. 
· It has good evidence of the equalities profile of the community based on national and local data that is regularly reviewed. 
· It is measuring progress on equality outcomes, is able to disaggregate data on relevant performance indicators and can demonstrate real outcomes that have improved equality in services and employment. 
· It identifies the changing nature of its communities and their expectations and then prioritises its activities and explains its decisions. 
· It provides good customer care by ensuring that services are provided by knowledgeable and well-trained staff who understand the needs of their communities. 
· It has improving satisfaction and perception indicators from all sections of the community and staff. 
· Equality groups are integrally involved in community engagement programmes. 
· There are forums for all equality stakeholders to share experiences and evaluate the authority’s progress. 
· All parts of the authority can show tangible progress towards achieving outcomes which address persistent inequalities and narrow the gaps. 
· It has implemented action for equal pay outcomes and demonstrates progress on under-representation, flexible working, access to training and development and promotes an inclusive working culture based on respect. 
· It reviews its equality strategy and public duty equality schemes every three years and seeks innovative improvement challenges. 
· Through its achievements, it is an exemplar of good practice for other local authorities and agencies and works with others to share best practice. 

Using the EFLG has enabled us as local authorities to be:
· Confident in our understanding of local communities; 
· Collaborative in our approach to building and sharing this knowledge across different council services, with elected members and, in turn, with partners; 
· Creative about how we use this understanding and these relationships to engage with communities in meeting their challenges; 
· Committed to the improvement agenda in a way which motivates our workforces and communities  

The relevance of the PSED to local authorities 
The financial and social challenges facing local government are considerable. In many areas improvements in equality of outcomes has been supported by considerable public sector investment. In the context of unprecedented cuts to local authority funding, growing populations and increased demand for services it is especially important that local government has the tools to continue to innovate and improve. Understanding the changing nature of local communities and ensuring that this informs decision making during challenging times is crucial. The PSED acts as a driver to ensure equal treatment and outcomes remain at the heart of what public sector bodies do; the EFLG provides the practical tools to enable councils to meet their duties in a way which drives improvement rather than simply achieving legal compliance. 

Some key trends that are likely to inform the future of local government are set out below:

· Local authorities will have less money
Most predictions point towards a continuing reduction in local authority funding. Recent LGA modelling shows a likely national funding gap for local authorities of £16.5 billion a year by 2019/20 - a 29% shortfall between revenue and spending pressures. 

· Populations will continue to rise
National projections point to a growing population. This is partly caused by the transition of the particularly large baby boomer generation into old age and longer life expectancy.  

· Changing responsibilities
The roles and responsibilities of local government are changing. Under the Health and Social Care Act responsibility for public health was transferred from the NHS to local authorities in England and Wales from April 2013. At the same time reforms to the education sector and a move to independent academies and free schools mean a much reduced role for councils in the management of local schools. 

· Need will remain high
There is a trend of rising need in a number of service areas including social care. Barnet Council’s ‘graph of doom’ illustrates that, if nothing else changes, the cost of social care will rise so much that by 2028 this will account for all of the Council’s net budget. 

There will be an on-going need for difficult and unpopular decisions
In addition to the trends highlighted above, there are a number of further challenges for the sector.  These include:
· relatively low turnout at elections;
· disconnection from many local people;
· environmental challenges to reduce carbon and waste and;
· on-going risk of social fragmentation and unrest

It is likely that local government leaders of the future – elected and unelected – will be frequently required to make difficult and unpopular decisions. 

The Equality Act no longer requires authorities to carry out 'equality impact assessments' (EqIAs); but refers to 'analysis of the effects on equality'. Authorities which fail to assess the impact of decisions properly risk making poor and unfair decisions which may discriminate against particular groups and worsen inequality.  Whilst courts have discouraged councils from undertaking exhaustive EqIAs, some local authorities have lost judicial reviews on the grounds that a sufficiently thorough information gathering exercise was not undertaken prior to a decision being made, which has subsequently negatively impacted upon a particular group or individual. Many high performing authorities continue to use EqIA’s (or equality analyses) as a way of providing a clear and structured way to collect, assess and put forward relevant evidence; and have developed collaborative approaches to carrying out their EqIAs both internally and with partners that facilitate fair and proportionate decision making, and avoids costly and time consuming legal action.  


Submission of evidence
This submission addresses the five lines of enquiry set out by the Government Equality Office in their call for evidence:

· Understanding the PSED
· Costs and benefits
· Managing legal risk
· Data collection
· Practical examples: Equalities paperwork and policies; diversity data collection, retention and analysis

Examples and case studies provided by the contributing local authorities (are attached).


 Brighton & Hove City Council Response to Government Review of the Public Sector Equality Duty 
April 2013 

1. Introduction 
Brighton & Hove City Council was assessed under the Equality Framework for Local Government as attaining the top ‘excellent’ standard in 2011. We are committed, at all levels of the organisation and with cross-party support, to fully complying with the legal duties of the Equality Act 2010 and have as a corporate priority ‘tackling inequality’. 
Brighton and Hove City Council recognises and welcomes the diversity of our city. We recognise that this is part of what makes our city great. 
We recognise that there can be no fair society if some groups remain disadvantaged because of their legally protected characteristics. The current economic climate makes this simultaneously difficult and critically, more important than ever to achieve. 
The council has a strong history of working with partners and an established City Inclusion Partnership, which brings together the majority of public sector organisations serving local people and representatives from the community and voluntary sector. 

Brighton & Hove City Council Equality and Inclusion Policy 2012-2015 
The Census 2011 shows that Brighton & Hove is the largest unitary authority in the South East, with a population 273,369 people (121,540 households). More than a third of households in Brighton & Hove are one person households (higher than the regional and national figure). Nearly a third of households in the city are private renters, almost double the percentage in the South East and England. One percent of residents (2,346 people) are registered in a same-sex civil partnership, around five times more than in the South East and England. 

The proportion of males to females in the city is nearing equal. For just over one in six residents (16.3%) day to day activities are limited because of a long term health problem or disability. Nearly one in ten city residents provide unpaid care to a family member, friend or neighbour who has either a long term illness or disability or problems related to old age. 

One out of five Brighton & Hove residents (19.5%) are from a BME background, an increase of 23,668 people (79.7%) compared to the 2001 Census. 5.4% of people were born within the European Union (EU) and 3.9% in the Middle East and Asia. For 8.3% of residents aged three or over, English is not their first or preferred language. The most widely spoken other languages (all under 1% of the population) are Arabic, Polish, Chinese, Spanish, and French. 
Over two out of five residents (42.9%) are Christian, significantly lower than in England and the South East. A further 42.4% stated that they had no religion. 

Given the city’s diverse population the council has a history of strong officer and elected member commitment to effective equality planning, implementation and evaluation in all its functions. We have found the Public Sector Equality Duty to be a valuable support and structure for our work. 

2. Our view of the core aims of the Public Sector Equality Duty 
The PSED has at its heart the findings of the Stephen Lawrence Inquiry. It concluded that: “It is incumbent upon every institution to examine their policies and the outcome of their policies and practices to guard against disadvantaging any section of our communities.” 
The objectives of the duty are to ensure that consideration of equality forms part of the day-to-day decision-making and operational delivery of public bodies. Theresa May noted in the foreword to the Government’s Equality Strategy that ‘Equality is at the heart of this Coalition Government. It is fundamental to building a strong economy and a fair society; and in these difficult times equality is even more important’. Equality of opportunity and good relations between groups remain an important part of a fair and responsible society. The PSED should work as a tool that helps public bodies to deliver their services fairly and more accurately. 

In our experience this does not have to be difficult or bureaucratic. This duties are not a burden but a means to better outcomes. Characterising the duties of the Equality Act 2010 as ‘red tape’ is unhelpful and risks undermining the aims and intentions of reducing inequality and exclusion which are at the heart of the public sector. 

Meeting the duties also ensures that we can deliver public sector savings: it provides us with an assurance process whereby services are well designed and best meet the requirements of those communities that most need them. 

There is a sensible balance between taking too many unnecessary actions and paying insufficient attention to the duties; we feel that we are following the right path and increasing the consistency of our approach across all council departments. 

3. How well understood is the Equality Duty and guidance? 
The current duties have only been in force for a short period of time and therefore it is hard to make strong claims about their effectiveness or the counter-claim that they are bureaucratic and inefficient. However, our experience is that significantly more (and more effectual) attention was paid to race, gender and disability following the legal requirements to have these equality schemes. Emerging 

evidence from our practices is that the other protected groups are also benefiting from more focused attention and tailored services, encouraged by the PSED. Some examples of this are provided in section 7 below. Our Single Equality Scheme (developed in 2009) anticipated the wider list of protected characteristics in the Equality Act 2010 and our equalities commitments, actions and progress measures covered age, religion/belief and sexual orientation as well. Since then we have found increasing awareness and understanding of the general and specific duties among staff and elected members – and also among service-users and community groups. There is also increasing support for equality monitoring, where its aims, use and impacts are satisfactorily explained. 
We are continuing to improve the ways in which we raise awareness of the duties and how all staff are responsible for contributing to us meeting them. Doubts over the status of the duties have not helped this process and clarity over the importance and relevance of the PSED locally has been extremely important. 

4. What are the costs and benefits of the Equality Duty? 
Our Equality Impact Assessment (EIA) process has minimised bureaucracy and unnecessary paperwork and the template encourages a proportionate approach with a focus on action and review. EIAs are increasingly integrated into the regular service review and business planning processes so that the PSED is met through the usual planning, implementation and evaluation processes. 
“Staff were enthusiastic about EqIAs… EqIAs are effectively mainstreamed and are driving service improvements across the council’s services… The EqIA toolkit provides a consistent approach e.g. as part of the supporting people EqIA, a needs analysis was undertaken and the service was remodelled to meet the needs of vulnerable people. Service Managers see EqIAs as the driver for improving service delivery and making service changes. EqIAs have also influenced equality objectives within service plans.” 

Report of the Equality Framework for Local Government Diversity Peer Challenge, January 2011 

At Brighton & Hove City Council we view EIAs as being primarily about service improvement. They are a vital element of enabling us to develop and deliver efficient, appropriate and responsive services that meet the needs of diverse individuals and communities. Meeting needs sensitively and appropriately first time around enables us to reduce costs and avoid expensive remedial action. 
In relation to costs, decisions about services are based, through EIAs, on the needs of all sections of the community and therefore services are better designed to meet their needs first time. Benefits are quantifiable and significant in terms of effective and cost-efficient service-delivery, and also less tangible and more about perception in relation to the council’s better reputation for providing good services and increased resident trust in the council’s ability to appropriately spend public money. 
We have also effectively used an equality impact assessment process in our recent budget-setting to enable us to anticipate potential impacts on protected groups and make changes in advance of decision-making. In addition we have found this process to be helpful in terms of engaging with Community and Voluntary Sector groups and explaining the ways in which we have tried to remove or minimise negative impacts of budget reductions. Not being able to evidence our process of due regard to equalities considerations would have left us vulnerable to legal challenge and the related costs. It also mitigated the greatest risk of budget reductions in terms of potentially increasing inequality in the city. 

“We applaud the ongoing local commitment to EIAs… We believe EIAs to be an essential tool to aid prioritisation and that they are especially important in the current climate to protect the most vulnerable.” 

Community and Voluntary Sector Forum Position Statement on Council Budget 
Our objective setting process has also been very useful in enabling us to engage with a wide range of residents and Community and Voluntary Sector (CVS) groups in the city, who we are also engaging in the regular public reviews of our progress against the objectives. Once again this process of engagement builds on already established good practice in the council, with our strong links with the diverse and vibrant CVS in the city. We find that close links with the sector and residents in general enables us to provide information about our services and changes to them, gather information on their impacts on different equality groups, and test out service delivery improvements and impacts. 
The examples below (section 7) provide an illustration of the ways in which meeting the PSED has enabled the council to improve its services in ways tailored to the needs of different groups. This has often had concomitant improvements for other service-users and/or staff, improved trust and confidence in the council and generated a cost-saving longer-term. 

5. How organisations are managing legal risk and ensuring compliance with the Equality Duty 
We have had an established EIA process in place in the council since 2006 to support our Race, Disability and Gender Equality Schemes, our Single Equality Scheme and now our Equality and Inclusion Policy. 
The council’s Communities and Equality Team provides support and guidance on completing EIAs and also quality checks and publishes all EIAs. The Team also oversees the EIA timetable which contains information on all the assessments planned annually across the council. 

The corporate Equality Steering Group, formed of equality champions from each of the Units, also monitors and reports on progress against the timetable. The council’s Executive Leadership Team (ELT) receives regular updates on progress against the timetable and will shortly receive these as part of the regular Organisational Health Report. 

We have a local commitment at senior manager and elected member levels to continue our equality impact assessment process and in fact at present this approach is being strengthened and further embedded into our regular performance reporting system. We have established over a number of years that EIAs are the most effective and consistent way to evidence due regard to equality considerations – and, just as importantly, to make real improvements for residents. 
“The equalities approach at BHCC very heavily and in our view very properly, relies on the use of EIAs. Not only does it evidence compliance with the Public Sector Equality Duty (s149 Equality Act 2010) it enables improved targeting and delivery of services, knowledge and understanding of local people and communities and, serves to embed within the organisation the commitment to equality and social justice and to deliver on commitments for inclusion. 

Source: Race Equality in Employment at Brighton & Hove City Council, January 2013, Global HPO. 

EIAs are also recognised, understood and valued by local CVS and neighbourhood groups, many of whom have voluntarily undertaken similar EIA processes to improve their service delivery and to identify gaps in their service-user groups and act to address these. Supporting our commitment to openness and transparency these groups are also involved in providing information for EIAs, requesting copies of completed assessments, and making challenges when appropriate. 
Prior to the legal duty to set equality objectives we have had an equality policy or scheme which has been supported by an action plan with SMART actions. The duty to set objectives enabled us to consider feedback and findings from a range of internal and external assessments and to prioritise our work across the council. The process of setting these objectives also raised awareness of the PSED and the responsibility of all staff and councillors to ensure that it is fulfilled. We have sought and received support and commitment to our objectives at every level of management in the council and, through unanimous agreement at a full Council meeting, of every elected representative too. Public reporting (which we have committed to six-monthly) has been very positively received by local CVS and other groups and individuals. We see this as a key element of our ongoing commitment to equality, transparency and accountability. 

6. What changes to the Equality Duty framework would ensure better equality outcomes? 
Our experience is that the PSED framework can already be implemented in ways that very effectively create good equality outcomes. Our work to put the duty into practice demonstrates that there are a number of components to successful implementation of the PSED, most which can be scaled up to national level (in guidance and governmental support): 
 Clear and positive leadership about the benefits to service delivery and service users of meeting the Equality Duty and its intrinsic value and role in the provision of public services; 
 Practical guidance and clear explanation of what is expected in order to appropriately meet the duties, and training and development to support implementation; 
 Clear and challenging objectives for the organisation which everyone, at every level, is committed to, and a realistic, SMART action plan which can be effectively monitored (internally and externally) to demonstrate progress; 
 The active and constructive engagement of local people, neighbourhoods, CVS and communities of interest/identity, as well as staff, to provide quantitative and qualitative data and feedback and to assess and support progress; 
 Effective and appropriate equalities monitoring to enable accurate data about local communities and service-users - and intelligent analysis and use of that data - to ensure that services are meeting the needs of everyone entitled to use them; 
 Commitment to openness and transparency in reporting progress towards objectives; 
 Assessment of equalities and diversity practices and outcomes embedded in regulatory regimes so that compliance with the law is rigorously evaluated and improvements in services for protected groups are recognised and valued. 

7. Brighton & Hove City Council evidence of impacts of equality assessment and monitoring 
The following examples provide a snapshot of work undertaken across the council as a result of equality impact assessment and/or equality monitoring of service-users. They are illustrative of an ongoing process across all council areas, often working with other statutory or Community and Voluntary Sector partners. 
 Analysis of data for the Visitor Services EIA resulted in the council improving the signs available across the city for all residents and visitors, with a special focus on visitor information for people with visual impairments. One of the new ‘monolith signs in the city centre will work as a “talking sign”. Existing bus stops across the city that already use a real-time bus information system near other way-finding signs have now been installed with orientation and visitor information. The system works through a key fob from the Visitor Information Centre or One Stop Travel. The user can hear where they are in the city and how far away key places are, and press another button giving greater audio detail of locations and interesting sights nearby. 

 An EIA of the council’s library service identified that people with learning disabilities were facing barriers in accessing the service. Staff worked with the council’s learning disability services, the Learning Disability Partnership Board and a local community group AMAZE (which supports children and young people up to 21 with special needs that affect their every day life) to identify actions. Now people with learning disabilities can now use most Library services free of charge, including free audio-visual hire and reservations. There are also no overdue charges. 

 Recognising that data indicated a significant under-reporting of hate crime by disabled people the Partnership Community Safety Team set up a project to address this. It developed links with key partners, including disabled people, identifying needs and implementing an agreed workplan. Working with a range of statutory and community partners the aims were to increase reporting, reduce and tackle incidents, increase access to casework support and raise awareness of incidents. Regular monitoring and reporting to stakeholders was also a key element. There has already been an outcome in relation to raised awareness of Disability Hate Incidents amongst people with learning disabilities and the people who support them. Incidents are now being reported, where none were ever reported prior to this project. 

 Monitoring of library users demonstrated that older users were less likely to use the internet for loans and wider online services. ‘Silver Surfer’ sessions have been introduced to benefit older borrowers at our libraries, helping boost confidence in computer skills and leading to an increase in use of internet technology and online services. This also links in with and supports the national ‘Digital by Default’ agenda. 

 Adult Social Care uses key contract monitoring and evaluation activities to ensure equalities compliance and to identify areas where services specific to legally protected characteristics may be more efficient and effective in providing support. Examples include: a contract for a Mental Health Community Development Worker for BME Communities; work with local LGBT groups; block contract with translation/interpreting services and links with services that support BME communities in Brighton & Hove (including: Hindu Elders Group, Sudanese Arabic Speaking Elderly Association, B&H Jewish Community Foundation); funding for a Black and Minority Ethnic Community Liaison Officer; gender specific contracts for women (e.g. Counselling Services for women, women only drop-ins and outreach for women with mental health needs, and women with HIV); use of volunteer lay assessors who are older people’; contracts to support a range of vulnerable people (including: Carers Centre, support for Carers with substance misuse issues, respite for carers, Learning Development providers, Grace Eyre, and Care Co-ops). 

 The Planning and Public protection Team undertook research and monitoring assessing the impact of the night time economy and violence on BME residents. The most vulnerable were found to be those working in BME takeaways. Issues included poor management, language barriers and hate crime. The council is currently working with one hundred and fifty city takeaways, the police, Crime Reduction Partnership and the Racial Harassment Forum to increase awareness of safety measures, hate crime reporting and to explore opportunities for further targeted projects. 

[contact details redacted]


Essex County Council PSED consultation response 
1. Summary
1.1	The Council agrees with the Government’s Equality Strategy that ‘Failure to tackle discrimination and provide equal opportunities, harms individuals, weakens our society and costs our economy’.[footnoteRef:1]   [1:   The Equality Strategy - Building a Fairer Britain, HM Government, December 2010, p8.] 


1.2	The Government is reviewing the effectiveness of the Public Sector Equality Duty (referred to here as PSED), both the general and specific duties, in order ‘to establish whether the PSED is operating as intended’. The PSED is intended to promote equality and fairness, and make access to public services, and employment in the public sector, fair for all. The duty requires public authorities, when carrying out their public functions, to have due regard to eliminating discrimination, advancing equality of opportunity and fostering good relations between different groups. 

1.3	The Council believes that positive and visible leadership from elected and management leaders that focuses on goals and outcomes will advance equality of opportunity.  Our focus is therefore striving to be an excellent performing authority with regards to equality. 

1.4	We use the Equality Framework for Local Government to assess our performance and outcomes against comparable organisations. We are one of only two county councils, assessed by our peers, to achieve the highest level of ‘Excellence’ within the country. Appendix A- provides a series of case studies to support this section of the response.

1.5	We support the intentions of the duty, the aim of reducing unnecessary bureaucracy and wherever possible to reduce the burden of unnecessary regulation.   
1.6	Where it is operating well, evidence shows that the PSED has provided the impetus for step-changes by holding us to account for fairness within our spending decisions.  This in turn has led to agreed outcomes to address known inequalities and the desire to continually interrogate information to identify potential disadvantage. 
1.7	More time is needed to embed operations. The PSED has only been in place for two years and local authorities are still embedding practices to meet the current requirements. 
1.8	While legislation is not the only tool to enact change, it is a key mechanism. The PSED has been effective in providing a goal for Essex to progress towards a fairer society and to provide responsive services. The duty supplements our desire to make effective use of commissioning and procurement to achieve better services and benefits, for local people, beyond the primary purpose of the contract e.g. to increase apprenticeship opportunities.
1.9	To change legislation at this stage would be counter-productive. Essex and other public sector partners within the county have spent time and resources embedding governance, policy and guidance to implement the PSED. Major changes will create uncertainty and further work for local authorities. 
1.10	There are risks associated with the duty.  An example is the implementation of positive action during a period of wide scale transformation. The Council applies the ‘Two Tick’ policy that automatically enables a disabled person to be interviewed if they meet the minimum job criteria. Managing the messages of fairness when others (i.e. disabled employees or applicants) could be perceived to be treated more favourably during the recruitment remains a challenge, albeit the benefits of acquiring necessary skills for ECC, and for the county’s economy in terms of increasing the number of net contributors, far outweigh the disbenefits.  
1.11	The specific duties provide public bodies with clarity as to what they must do to comply with the general duty. This makes compliance more-straightforward, less onerous, and therefore, more likely. Any further ambiguity within the duty would impact particularly upon those who are most disadvantaged by limiting innovation.  Officers may be reluctant to risk operating outside the law in the absence of clear guidance and ‘over comply’ to safeguard their legal position, leading to an increase in burden and an undue focus on process at the expense of outcomes.  Or an alternative reaction could be to run higher risks of non-compliance, so that should something go wrong, it is more likely to be on a larger scale and therefore a greater risk to reputation and finance.

1.12	At a time when public bodies are under both financial constraints and intense scrutiny there is a risk of an increased level of challenge from our service users and employees, including an increased risk of litigation through the courts. 

1. Introduction 
2.1	Essex County Council forms one level of local government within the county of Essex.  We are accountable for safeguarding vulnerable children, families, adults and older people by commissioning the effective delivery of services. We have a statutory responsibility for highways, waste disposal, development control, emergency planning, economic development and regeneration.   We provide the countywide Registration Service, Library services and promote heritage, culture and the arts.   The council also works with other organisations to promote Tourism, skills and community safety. Every day services such as refuse removal and housing are provided by 12 borough and district councils. 

2.2	There are around 1.4 million people living in Essex, making it the second most populated county in the country. Essex also has a disproportionately higher number of older people than the national average[footnoteRef:2], and fewer people of working age. By 2031 the number of people aged 85 or over in Essex is expected to more than double from about 31,000 to 77,000[footnoteRef:3] – which means that we need to be vigilant on the impact this has on the demands for future services and the decreasing funds available to provide them.  [2:  Equalities Monitoring Report, page 1. Proportionately more people in the 45-64 and 65+ age ranges (26.6% and 18.1% respectively in Essex, compared with 25.3% and 16.5% in England), balanced by less in the 15-34 age range (23.7% in Essex; 26.4% in England).]  [3:  http://www.essexinsight.org.uk/Resource.aspx?ResourceID=298 ] 


2.3	Although quality of life for most Essex residents is good, 6.8% of Essex residents live in seriously deprived small areas, defined as those in the 20% most deprived nationally. Essex has some of the most affluent and some of the most deprived areas in the country, with Tendring being the most deprived.[footnoteRef:4] Many of the most deprived areas also experience the lowest levels of life expectancy.  [4:  As identified by the English Indices of Deprivation 2010 “the most deprived LSOA (Lower Layer Super Output Area) in England is to the east of the Jaywick area of Clacton-on-Sea.”.] 


2.4	In contrast many areas in Chelmsford are among the least deprived in the country, although the north west of the city has pockets of relative deprivation. Uttlesford is the least deprived district in Essex, and one of the least deprived nationally. We are aware that a wide range of problems, from poor health to crime to low educational attainment, are associated with deprivation or low income. On-going effective targeting of action to tackle clusters of issues for deprived communities will continue to be important. 

2.5	The information we have about the make up and trends in Essex is influencing decisions with regard to health and wellbeing, as well as informing our understanding of the impact on vulnerable families[footnoteRef:5], disabled people and Gypsies, Roma and Travellers –the key groups prioritised in the Essex Diversity and Equalities Strategy. (Gypsies and Travellers die earlier than the rest of the population. They experience worse health, yet are less likely to receive effective healthcare.[footnoteRef:6]  Around a third of disabled people experience difficulties in accessing goods or services, including health services.[footnoteRef:7]). [5:  Reach Out Project – with a focus in Tendring due to highest levels of deprivation]  [6:  Cemlyn, S. et al (2009) 'Inequalities Experienced by Gypsy and Traveller Communities', Equality and Human Rights Commission.]  [7:  The Equality Strategy – Building a Fairer Britain, HM Government, December 2010, p 7.] 


2.6	The cross cutting themes of addressing rural isolation, improving skills and education and increasing access to housing are aligned to the actions outlined within our Corporate Plan [footnoteRef:8] and our Corporate Vision[footnoteRef:9] which is underpinned by the key priorities of: [8:   http://www.essex.gov.uk/Your-Council/Strategies-Policies/Code-of-Governance/Documents/Corporate_Plan.pdf ]  [9:  Essex means business. We want to be a vibrant place where every individual and community has the opportunity to grow and reach their potential and play a part in our county’s success-  http://www.essex.gov.uk/Your-Council/Strategies-Policies/Code-of-Governance/Documents/EssexWorks_Commitment_Vision.pdf] 

1. enabling every individual to achieve their ambitions by supporting a world-class education and skills offer in the county;
1. securing the highways, infrastructure and environment to enable businesses to grow;
1. improving public health and wellbeing; 
1. protecting and safeguarding vulnerable people; and
1. giving people a greater say and a greater role in building safer and stronger communities.
1. Implementing the PSED effectively supports us to achieve our priorities and to secure the benefits that reducing inequality will bring.

1. How well understood is the Equality Duty and guidance?
2. Understanding of the PSED is inconsistent across the public sector and within Essex County Council.  The PSED is embedded within our mandatory training on governance and understanding is developing by day to day practice and supportive case studies.

2. The Equality Duty started to operate in April 2011, it is too early to measure or assess its impact, particularly in respect of those grounds which were not previously covered by a public sector equality duty, including age, religion or belief and sexual orientation. Evidence from the earlier equality duties relating to race, gender and disability duties show that these equality duties were effective in ensuring beneficial change in a number of areas, particularly access to services and employment. Specific examples include creating a higher profile for minority groups both within and outside the County Council, an increased focus on communications and  hearing the customer and employee voice to provided responsive services.  ,  

1. What are the costs and benefits of the Equality Duty?

4.1	The Welsh Government has said that ‘In the current economic downturn the Public Sector Equality Duty is vital in protecting those who are most excluded and discriminated against in society’.[footnoteRef:10] In a time of austerity when difficult choices have to be made about the allocation of resources there is a significant risk that groups of people with protected characteristics will be disproportionately affected by cuts in public spending.  It is therefore particularly important that the Equality Duty is used to help inform the choices to be made. [10:  Letter from the Welsh Government to Doreen Lawrence and Dr Richard Stone dated 19th December 2012 at http://www.edf.org.uk/blog/wp-content/uploads/2012/12/Outgoing_2.pdf .] 


4.2	The new integrated Equality Duty has been in force for less than two years so there is very little   substantive evidence available yet on its impact.  The Council recognises the important   that the duty is designed, implemented and supported in such a way that it has the greatest possible impact on the outcomes of public policy, services and employment.  

4.3	The duty should be considered at key stages in the design and implementation of policies and services.   There is no value in the duty creating paperwork for paperwork’s sake. Meaningful consideration is reliant upon robust information born of equality monitoring information.  This information is often derived from customer surveys and questionnaires. 

4.4	Commercial organisations repeatedly survey and assess the needs of their market in order to ensure that their goods or services meet the customers’ demand.  In the absence of many of the drivers that influence the commercial sector, the Equality Duty provides a structured way for public bodies to perform a similar function. 

4.5	Essex County Council uses the principles of ‘mainstreaming’ to embed the PSED.  Commissioners are accountable for developing services with equality outcomes and benefits integral to contract specifications and performance measures. Equality Impact Assessments (EIAs) are therefore a tool for supporting business case development, service specifications and outcome measures. 

4.6	Commissioning intelligence, to support service development, includes understanding the characteristics of our existing and potential customers.   Costs associated with equality monitoring are therefore mainstreamed within costs attributed to commissioning intelligence on needs assessments.

4.7	There are areas of specific spend which related to those services which historically have not sought to gain specific equality information. In these circumstances the Council considers the associated costs, relevance and benefits of obtaining this information and make a business decision on whether to commission research.  

4.8	The Council also invests direct spend on PSED associated with policy development, equality governance, tools to achieve social investment and delivery and sponsorship  We work with partners to create opportunities for communities, families and individuals to get together and gain an understanding of the County’s rich diverse cultures.  It is too early to understand the impact of these events e.g. in influencing a reduction in antisocial behaviours associated with hate crime.  The Council is aware of the benefits of using these events to promote preventative services and to target key messages e.g. importance of sexual health awareness specifically for gay men and young people. Useful data for service development and delivery has also been gathered through questionnaires to event participants.)

4.9	Procurement- The equality duty places a responsibility on public bodies and those providing public services to have ‘due regard’ to equality considerations. We exploit the added best value benefits of this duty within our procurement activities.    This concept of ‘due regard’ has proportionality built into it to promote fairness, so what a small organisation needs to do to meet our procurement standard is different from what is expected from larger organisations.

4.10	Each contract is also screened to understand its relevance to fairness     to achieve a legitimate outcome of advancing equality of opportunity and promoting good relations. The importance of this approach is even more significant when you consider that the Council has over 5,500 contracts each worth over £50,000 on its contract register. 

4.11	We are committed using the procurement process to support the local economy, and local SMEs more specifically, and to apply a targeted approach to address inequalities, in the following ways:
1. A policy of requiring at least one Request for Quotation (for requirements between £2k and £50k) to come from a local business.
1. Every tender is assessed for how it can address inequalities and be made accessible to smaller organisations.  Strategies employed include the creation of consortia of suppliers for particular requirements.  This was the approach used in the recent Children’s Centres procurement and the tender timetable was amended to allow such discussions and partnerships to be built.
1. Where the agreed strategy is to consolidate requirements with a single provider, which means it is not accessible to SMEs, ECC routinely builds in SME considerations into the tender process and influences the bidders to look at how they will support local SMEs in the supply chain.  In the recent new Facilities Management (FM) arrangement, the supplier has committed to 25% of its sub-contracted work being with local SMEs and this forms one of the performance metrics.  The contractor is also supporting 16 new apprenticeship opportunities for young people and has offered work experience to 30 disabled people, of whom 14 are now in permanent posts.

4.12	Decommissioning services--The PSED also influences how we review and decommission services by spurring the council to consider xxxxxxx?.  Following the cessation of the Areas Based Grant which funded the Connexions Services we ceased the universal aspects of the Connexions Service, and redesigned the remaining youth service resource to be a more targeted service to meet the needs of vulnerable young people across Essex, as outlined below.

4.13	Consultations took place with various groups and individuals across the county to establish the needs of the young people and partners. This needs analysis formed the basis of the restructure of the youth service. The service responded to the Needs Analysis by restructuring into four operational functions each working across the whole of the County, namely: 
1. Non-centre based youth work - using Mobile, Detached and Outreach Youth Work, which are responsive to the needs of priority groups.  Resources to be deployed within communities, most in need of support and where the biggest impact can be made, targeting opportunities at vulnerable young people.
1. Targeted Provision - the provision of well planned, one to one and group work interventions. Supporting vulnerable young people in overcoming difficulties, removing barriers and building resilience in order for them to access and participate in universal services.  
1. Raising Attainment -To raise the aspirations and attainment of young people identified as being at risk of under-achieving, so they are able to access education, employment or training. 
1. Targeted Youth Centres -To provide targeted support to those young people who need it most in areas of high need.  

4.14	Improving relations - The Council sources external funding to also achieve positive outcomes many of which have specific equality impacts in the community. The Residential and Reminiscence (R&R) project was funded from the EU AIMER Project, to raise awareness of cultural differences that may exist in care settings between staff and service users, through a series of workshop-style events in the medium of multicultural arts.

4.15	Key impacts and benefits include:
1. Older residents and their carers are more aware of the diverse cultures living side by side in their home county.
1. Staff and service users have a better awareness of their own and other cultures and perceptions of each other.
1. Participants have more respect for each other in relation to their respective cultural backgrounds.

4.15	Workforce equality analysis- employee surveys, engagement, analysis of our workforce and subsequent activities (for example, diversity-related staff networks, representative employee panels, job carving to increase employment opportunities for job seekers with learning difficulties, training and anti- bullying support) delivers the message that we value our employees.  Employees who feel valued are likely to be more productive. Employees are also less likely to be exerting effort and time taking part in disciplinaries and ultimately employment tribunals.  (See Workforce Diversity strategy and documents on ECC website.) 


4.16	The Council therefore distinguishes between the (modest) costs that may necessarily be associated with achieving the benefits of the duty and the notion of ‘burdens’, which implies something onerous but lacking in value.  Evidence that the duty has led us to things we might not otherwise have done should only be seen as a problem if those new/additional activities do not result, directly or indirectly, in beneficial change.   This approach is aligned to our WECB (Whole Essex Community Budgets) approach where the shift in spend to preventative measures seeks to reduce the needs for more costly services in the future. 

1. How organisations are managing legal risk and ensuring compliance with the Equality Duty

5.1	Essex County Council manages compliance with the PSED through our governance, service planning and performance arrangements.  

5.2	A number of key officers, members and groups drive the ambition of embedding fairness into everything we do. Each directorate within the authority has an Equality and Diversity Steering Group (EDSG). These steering groups meet monthly and report to the Equality and Diversity Board chaired by our Corporate Leadership Team (CLT) Lead on Equalities.  The Equality and Diversity Board is attended by several Members including a lead member for diversity and equality, opposition Members, and senior officers.    

5.3	A corporate lead equality officer provides strategic direction and guidance to ensure a consistent approach to considering issues of equality and fairness within decision making.   A commitment to best value and responsive customer service takes our actions beyond the threshold of legal compliance to the realms of innovation.  

5.4	A recent Peer review provides the Council with assurance that this governance arrangement, which was put in place at a time when the authority needed to strengthen its governance to achieve compliance, can be simplified. 
 
5.5	Cabinet decisions are scrutinised by Members and our Monitoring Officer and each decision includes specific consideration of equalities issues..  A recent scrutiny of equality analysis throughout the Council revealed the benefit of undertaking timely equality analysis to support business case developments and service specifications. Equality analysis adds little or no value if undertaken independent of mainstream business and operational functions.  (See ECC website.)

5.6	Officers are informed by the Essex Diversity and Equalities Strategy 2012-2015 and the suite of supporting information.[footnoteRef:11] These documents are available both internally and externally and are published under the key policy documents on the ECC website.[footnoteRef:12]   [11:  The action plan within the strategy, the Equalities Monitoring report, the Diversity and Equality Policy, Annual Workforce Monitoring report, Achieving Workforce Diversity Action Plan and the Equality and Diversity information published on out internet, intranet and on Essex Insight.]  [12:  http://www.essex.gov.uk/Your-Council/Strategies-Policies/Equality-diversity/Pages/Equality-diversity.aspx ] 


5.7	The Council uses Equality Impact Assessments as a tool to embed ‘due regard’ to equality within business, policy and operational functions.   We take a pragmatic approach and prioritise issues pertinent to the county which include socio- economic and health impacts.  The following section provides an overview of how equality analysis, specifically engagement and data analysis is integral to business decisions.  Appendix A provides case studies of EIAs.      

5.8	Engagement and involvement - ECC works closely with a number of groups to address inequalities across a variety of sectors. One of these groups is the Options for Independent Living (OIL) Transport Group. The OIL Transport Group is a partnership between ECC, disabled people and their organisations, and a wide range of service providers from the transport industry.  The work of the group includes supporting disabled people who lack the confidence to travel on public transport, enabling them to lead more independent lives. 

5.9	Since 2007 the group have run “try a bus” and “try a train” days – all major bus and train operators across the county have been involved including First, Hedinghams, NIBS, a partnership with the Confederation of Passenger Transport and National Express East Anglia.  One user described the experience: “I feel confident now in that I am more likely to take time when I get on a bus instead of rushing on because I’m worrying about who is in front of me or who’s behind me or whether I am going to get a seat which is suitable for sitting down on.  I think I have to make sure if I am stuck that I have the confidence to ask somebody if the seat is free and also to make sure my guide dog is safely out of the way.  I feel I am in control in what I want to do and how I want to travel.  It gives me more choices and independence.”

5.10	Engagement has led to positive actions to address inequalities and prejudice. The People’s Parliament and Local Action Groups identified that there was an issue in Essex for people with learning disabilities about feeling safe in their local communities – a contributory factor in this was hate crime and prejudice. This led to a project “Think Safe, Be Safe” which included a number on initiatives to address hate crime and prejudice within communities.

Monitoring – More people from under-represented groups are participating across a wider range of activities?

5.11	School governorship- We have made improvements to the data we hold, so we can understand, for example, the makeup of Essex governing bodies and how it is changing.  24% of Essex school governors are aged 60+.  We have found that BME groups are less likely to apply to become a school governor.    

5.12	Our 2011/12 recruitment campaign resulted  in 19 BME applicants (out of a total of 106 applicants); 10 of these have been placed in schools increasing our percentage of BME governors to 4.3% (March 2012) – up from 2.1% in 2011 and 1.6% in 2010.  This is still low in the context of 13.4% pupils from BME communities (Ratio: 3.15).  0.3% of governors have identified themselves as disabled (0.2% in 2011 and 2010). 
 
5.13	We have undertaken research to understand the barriers to becoming a school governor. As a result, we now ensure our literature is engaging and written in Plain English to reach a broader audience.

5.14	Young Essex Assembly- The Young Essex Assembly are an elected body of young people across Essex which mirror the Adult elected members, consequently there are 75 members.  YEA is represented by a diverse range of young people. 72% of the representatives are female, 28% are male. BME young people are well represented (10% are BME, 83% are White British and 7% are not known). 9% have of members have a learning difficulty or disability, 2% have physical or sensory impairment, and 2% mental health issues. 3% of young people are looked after and 2% are young carers (anecdotal information suggests that this figure is actually higher).  These individuals  have the potential to becomeour future Cabinet and bring wide ranging views to influence future decisions.
 
6	What changes to the Equality Duty framework would ensure better equality outcomes?

6.1	Leadership -from senior managers and political leaders is a critical factor for effective implementation of the duty.  As public sector organisations continue to work more closely by pooling resources, a shared understanding of intentions with agreed outcomes will become more imperative.  The PSED could be strengthened to take into account the fact that organisations are working more closely together – ie by including this factor within the meaning of ‘due regard’ in section 149(3)[footnoteRef:13] .. The boundaries of roles may become increasingly blurred and organisations will benefit from guidance on clarity of accountabilities.   [13:   Current wording of s149(30 is: Having due regard to the need to advance equality of opportunity between persons who share a relevant protected characteristic and persons who do not share it involves having due regard, in particular, to the need to— 
(a)remove or minimise disadvantages suffered by persons who share a relevant protected characteristic that are connected to that characteristic; 
(b)take steps to meet the needs of persons who share a relevant protected characteristic that are different from the needs of persons who do not share it; 
(c)encourage persons who share a relevant protected characteristic to participate in public life or in any other activity in which participation by such persons is disproportionately low. 
] 


0. Some senior members of the Government appear to perceive considering equality as unnecessary ‘red tape’.  These statements are undermining effective implementation of the Equality Duty by causing confusion and slowing down commissioning whilst commissioners seek confirmation of the current policy position.

0. The Council recognises that there is a range of useful advice and guidance available on understanding the duty, particularly on employment issues.  All public authorities would benefit from advice and guidance in implementing the duty to achieve particular outcomes. For example, a number of local authorities are dealing with budget cuts and changes to the way services are provided. Guidance on the application of the Equalities Act in this area is being provided by default through relevant judicial decisions rather than by clear national guidance.  A lack of authoritative guidance from the EHRC creates burdens for public authorities as they try to implement the Equality Duty. A Code can save time if it is authoritative, streamlined, easy to locate and reduces a requirement to review a multitude of guidance from a variety of sources. 

0. Capacity building- Organisations are reducing and/or decommissioning their corporate/ specialist equality functions and  are either commissioning or mainstreaming these responsibilities within operational and policy development functions.  Organisations would benefit from guidance and tools on developing the capacity to implement the Equality Duty effectively.  This capacity would include Council’s staff who are up to date in their understanding and awareness of equality issues to enable equality implications to be considered before decisions are made. 

0. Access to work- Organisations would benefit from a clear policy and regular updating when this changes, on how Access to Work (ATW) engages with users and organisations to determine Access to work support and the responsibility of employers. This will support employers to budget for future changes in ATW support.  The Council is concerned that the future level of ATW support may have an adverse impact on those employees – ie disabled people already in work – and on potential for new recruits who employers would perceive to have high support requirements, e.g. people requiring BSL interpreters, with adjustments costs which are continuous and where individual cuts to ATW support do not appear to be reasonable.  The Government risks giving a public-facing message about employment support for disabled job seekers that is contradicted by employer/employee experience.


0. Clear equality outcomes and objectives – further clarity is required on the information that is necessary to ensure that business priorities are based on evidence and community engagement at a time when authorities have less resources to attribute to community engagement.  It’s essential we get this right first time.

Ends.



· 
Leeds City Council

Introduction

[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Leeds City Council has a leading role in the city to promote equality and value diversity. There is considerable work that has taken place to make equality an integral part of our work and in particular in how we deliver services, how we employ people, how we work with our partners and how we make decisions.

Equality considerations are now an integral part of the decision making process and considerable work has taken place on embedding equality into all aspects of work using the Equality Framework for Local Government. In recognition of these achievements the council undertook a diversity peer assessment in May 2011 and were awarded ‘excellent’ status against the Equality Framework for Local Government

The Leeds Metropolitan District covers 552 square kilometres and is the second largest Metropolitan District in England. It is recognised as one of Britain’s most successful cities having transformed itself from a mainly industrial city into a broadly based commercial centre regarded as the most important financial, legal and business service centre in the country outside London.  

Geographically, the local authority area is one of contrast with a busy, thriving and densely populated city centre and suburban inner ring, surrounded by a huge, sparsely populated rural hinterland with market towns of distinct character.

The population of Leeds has grown and changed over the last 20 years due to more people coming to live and work in our city, more children being born and people living longer. The 2011 census shows that Leeds’ population has increased to 751,485 and we are becoming more diverse:-

1. The population of Leeds grew by just over 36,000 between 2001 and
      2011, an increase of 5%;
1. 51% of the population of Leeds are female and 49% are male; 
1. Children (aged 15 and under) account for 18.3% of the population of
      Leeds, while people aged 65+ account for 14.6%;
1. The age structure of Leeds is broadly similar to that for England and
Wales with the notable exception in the 20-29 age band which in Leeds accounts for 17.5%
The BME population for the city is now 18.9% (compared to 10.8% in 2001); 
1. The largest BME groups in the city are the Pakistani and Indian communities;
1. 10.9% of households in Leeds are headed by a lone parent; and
1. There are now are now over 170 different first languages spoken by pupils in Leeds schools.

Public Sector Equality Duty

Leeds has a well-established approach to equality and diversity and the Equality Framework provided a mechanism for further embedding this.  However, in recognition of the need to continually develop and improve in this area and to respond to the changing legal requirements consideration was given to the best way for Leeds to continue to strengthen its approach to equality.  It was agreed that this would take place within a whole systems approach, and that equality would be further embedded in the planning and performance framework for the council and for the city.  This built on work that has already taken place.  

This integration of equality in the council’s strategic planning framework ensured that the equality outcomes for the council were developed alongside the key priorities for the city. This resulted is closer alignment with the:-

1. Vision for Leeds 2011 – 2030;
1. City Priority Plan 2011 – 2015; and
1. The Council Business Plan 2011 - 2015 

The PSED underpins the approach adopted by Leeds and helps the council to demonstrate how it is addressing the needs of the cities diverse and changing communities. The Equality Improvement Priorities (equality outcomes) outline how the council will improve outcomes for different people across the city.

Costs and Benefits

The Equality Duty supports good decision making as it encourages public sector organisations to better understand how different people will be affected by their activities so that policies and services are appropriate and accessible to all and meet different people’s needs. Leeds City Council recognises that it can be more efficient and effective through better understanding the effect their activities have on different people.

As an organisation it is essential that we know who we are providing / commissioning services for and who our employees are. The view is that integrating equality into the strategic planning framework means that we develop and target services; improve communications; and improve engagement with communities and staff.  Where  decisions are made that are not informed by appropriate data and information this may have a significant impact on the nature and appropriateness of the service delivered; may waste money; and ultimately may call  decision making processes into question.

Leeds has a well-established equality impact assessment approach which we use as a tool for advancing work on equalities but also as part of a business improvement process.  Equality Impact Assessments can help identify barriers but also 

1. identify how services can be made more accessible and appropriate
1. Make sure different groups are equally served by policy and decisions 
1. identify improvements to services 
1. avoid adopting harmful policies or procedures 
1. help you to make better decisions that are well informed
1. become a better employer 
1. move beyond compliance

Example:
1. By working in partnership with Adult Social Care, the Sports and Active Lifestyles Service identified the need to provide support for people with learning disabilities to access leisure centres, and working towards the citywide theme of narrowing the participation gap in sport and active recreation between different sectors and groups within the community.

The rationalisation of catering services in leisure centres  freed up additional spaces in a number of centres when cafes and bars were closed. Traditionally the cafes and bars are located at the heart of a leisure centre, which made these ideal locations in which to develop ASC bases. 

Following the success of the first pilot, bases have been opened in four other centres. For Adult Social Care, using leisure centres as bases for providing services for people with learning disabilities offers the opportunity to integrate users into mainstream facilities and activities within the users’ local community. This achieves all four key principles of the Valuing People Strategy; Rights, Independence, Choice and Inclusion in supporting customers to move out of segregated settings into truly integrated community buildings.

The support offered allows each centre to cater for between 10 and 20 people with learning disabilities 5 days a week who would otherwise not have been able to access the facilities without the support offered

Managing Legal Risk

The Council Business Plan 2011 – 2015 introduced a small number of cross council priorities which are aligned to the council's values.  One of these was that every year we will be able to evidence that equality issues have been considered in 100 per cent of major decisions.

This indicator was introduced to ensure both legal compliance and also to ensure that the council takes account of the needs of all communities.  Failure to demonstrate that due regard has been given to equality in the decision making process could result in legal challenge.  

A range of work underpinned this which included:-

1. Work with Corporate Governance took place to introduce clearer guidance around addressing and evidencing equality in the decision making process.

1. Due regard to equality briefings have been provided to key elected members who are involved in key decision making forums and workshops have also been developed for staff.  Specific workshops have also been provided to commissioning staff in Children’s Services, Environment and Neighbourhoods and Procurement, as well as, a HR focused one around organisational change. These workshops are now offered as part of the council’s equality training offer in its Learning and Development Pathway.

1. A quality assurance process was introduced. The outcome of the qualitative analysis and an overview of the quality assurance is reported quarterly in the performance report cards, directorate score cards and detailed feedback reported back to directorates.  

In addition to the indicator outlined above the council has also:-

1. Established a cross party member champion group who provide on-going challenge to Directorates on their progress against the Equality Improvement Priorities.

1. Formed a BME Challenge Forum as a task and finish group which will report to the Stronger Communities Partnership. The group which includes members from partner  organisations has  provided challenge on the progress of two key outcomes and their impact on the cross cutting issue of inequality
1. Produced revised equality monitoring guidance

1. Held due regard workshops with colleagues from Third Sector Leeds and the BME  Leaders Group to help them understand how the council meets it’s legal duties

1. Transform Leeds is an 18-month programme of work which aims to radically improve support and development services for frontline third sector organisations.  Leeds City Council has worked with Transform Leeds on providing advice and guidance on equality impact assessments and will support the work of their Equality Impact Assessment panel.

Data Collection

The council continues to use equality monitoring as an information collecting tool for understanding the diverse make-up of our workforce and customer base.
Continued collection and analysis of data can help to monitor progress and identify:

1. Whether delivery is improving 
1. Whether delivery is deteriorating or
1. Whether things are staying the same

It also helps us to make better decisions.  Decisions made that are not informed by appropriate data and information may have significant impact on the nature and appropriateness of the service delivered, cause money to be wasted and ultimately may call decision- making processes into question.

In 2011 we produced an Equality and Diversity position statement. Its publication supported the Vision and City Wide plans and provided an evidence base to ensure appropriate consideration takes place across the council and our strategic partnerships to address issues of inequality and poverty. It also helped the council to meet our specific legal obligations outlined within the Equality Act 2010.

This document was written from the perspective of Leeds City Council. We were not able to give a full picture of life in the city, as unfortunately, comprehensive research, data and information does not exist for all communities of interest or protected characteristics. However, it did provide information on some of the issues facing different communities of interest gathered from a variety of sources.

This document is currently being updated and for 2013/14 work is currently underway on shaping what information we currently collect from a range of sources. This will help bring together different needs assessments into one consolidated needs assessment for the City. This will reduce duplication, ensure that we have one consistent population view for Leeds and help to understand cause and effect across a range of issues.

Examples:

1. The council has worked with partner organisations to develop the city’s own Neighbourhood Index. This allows us to look at neighbourhoods and communities in terms of a range of factors to develop a better understanding of the needs and challenges facing people living within those areas. 

The latest report identifies a number of neighbourhoods and communities that are facing the most significant challenges in terms of high crime levels, poorer health, low educational attainment, high levels of worklessness and benefit dependency.  The latest Neighbourhood Index annual report can be found on the Leeds Observatory website.

1. “Safeguarding communities” is a model, developed by the Leeds City Council (Safer Leeds) Intelligence Team. The safeguarding communities approach is based on national recommendations and guidelines for community conflict resolution, preventing violent extremism, and tensions monitoring.  

One of the key strands of activity is community mapping which aims to identify what groups and communities exist across Leeds. Knowing where communities are clustered across Leeds, means engagement activities and the delivery of relevant support and information can be focused and more cost effective. By understanding the nature of communities (perceptions, experiences, internal and external conflicts etc.) potential issues, risks and tensions can be anticipated, identified, and overcome.

Practical Examples

Vision for Leeds 
City Priority Plan
Council Business Plan
Equality Monitoring Guidance

[Supporting documentation supplied separately to GEO]


· 
Leicestershire County Council

Background information on Leicestershire County Council 

Leicestershire County Council (LCC) was the first County Council to have achieved the highest level of the Equality Framework. In 2011, the LGA assessors reported that the Council is strong in relation to its leadership of, and commitment to, the Equalities agenda. They were able to see, first hand, how the organisation is making a difference to vulnerable groups and those at risk of discrimination and disadvantage. 

A short summary of examples put forward by relevant authorities under each heading: 

Understanding of the PSED 

Integrating Equalities into Procurement 
· Legal compliance with the Equality Duty is evidenced at different levels within Leicestershire County Council. At strategic level, we have integrated equality and diversity into our organisation and procurement arrangements through the County Council’s Sustainable Commissioning and Procurement Strategy (2013-16). This Strategy aims to ensure that real long-term benefits from our commissioning and procurement activities are generated for the people of Leicestershire. We want to improve the quality of life for the people of Leicestershire and make Leicestershire the best possible place to live and work for everyone. At operational level, equality and diversity considerations are embedded into our procurement processes at each stage of the procurement cycle. This enables us to take the opportunity to secure relevant wider community benefits, and to make sure that our suppliers comply with employment law (as well as ensuring that their employees receive the right training and have the right skills to do their job). 

Equality Impact Assessments 
· The County Council has followed relevant Judicial Review cases closely in order to understand how compliance with the PSED is appraised legally, and created guidance from this in conjunction with our Legal Services department. We have used this to inform decision making from the earliest stages of project development through consultation to cabinet reports; the operation of our services and subsequent policy, strategic and service reviews. 
· Taking our understanding a step further, the Adults and Communities Department are currently working on a template to assess the value of Cumulative Impact assessments in terms of PSED compliance. This should prove to have a number of benefits e.g. ensuring consistent approaches in Partnership working, and strengthening the efficient and effective delivery of inter-related services. 

Equality & Diversity Training Plan 
· The Council is committed to ensuring that employees have the right skills, knowledge and behaviours to deliver its equality and diversity objectives. The Learning & Development service, in conjunction with the Corporate Equality & Diversity team, produce an annual Equality & Diversity training plan which is aligned to the Council’s Equality, Diversity and Human Rights Strategy, People Strategy and Learning and Development Strategy. This covers a wide variety of subject areas including mandatory training that all staff and managers are required to undertake and refresh 
· every three years, Introduction to Equality & Diversity and Managing Diversity. The plan includes courses, bespoke tailored e-learning modules and positive action initiatives that have been identified as priority areas for the Council. 

Publishing Information 
· The PSED has required us to be transparent about how we are responding to the general equality duty, and we are working towards ensuring that information about employees and services are published on our website. Currently, employment statistics are included for age, disability, ethnicity, gender, religion and belief and sexual orientation. 

Priority Equality Objectives 
· In response to the Equality Act 2010 and the Public Sector Equality Duty, we have now adopted and published a set of ten Priority Equality Objectives, and have aligned our Equality, Diversity and Community Cohesion Action Plan to provide a framework for achieving these Priority Equality Objectives. Strategic and operational leads have been allocated to oversee progress against each of them, and they provide regular updates to the Equalities Board. The requirement within the PSED to set Priority Equality Objectives has been a useful in ensuring that the authority continues to work towards meeting the requirements of the General Duty. 

Costs and benefits 

Costs and benefits - Equality Impact Assessments 
· The time taken to complete Equality Impact Assessments has a cost associated with it. However, at Leicestershire County Council, officers report that the analytical and information gathering exercises required to complete Equality questionnaires and subsequent EIAs are very benfecial to the processes involved in successful development of strategy and policy, and managing major service changes. 

Costs and benefits - Integrating Equalities into Procurement 
· There is an organisational costs to keeping procurement training up-to-date and providing refresher training on the equality duty, as a result of staff turnover. There is also a cost to potential bidders during the procurement process and to providers in collating and providing evidence of equalities requirements. For example, in the pre-qualification questionnaire, where organisations employ more than 50 people, they are required to submit additional information. 
· The Equality Duty has helped to strengthen the Council’s approach, by helping to reinforce the equalities considerations already taken into account in the procurement process and in the County Council’s Procurement Strategy. All of the activities outlined above are undertaken as part of ‘Business as Usual’ processes and the level of work required to comply with the Equality Duty is viewed as appropriate. 

Costs and benefits - Publishing Workforce Data 
· At present, employees can self-declare on the ‘six equality strands’ of race, gender, disability, faith, sexual orientation, and age. There is not a system in place that will enable employees to self-declare on the remaining three protected characteristics - 
· pregnancy and maternity, marriage and civil partnerships, gender reassignment. A new system up-grade is being considered and at present it is not clear whether or not the new up-grade would extend self declaration to all of the protected characteristics. A decision has not yet been taken at on whether or not the organisation will be attempting to collect data and report on these additional protected characteristics. 
· The HR team's view is that the process of reporting data has been somewhat challenging given the difficulties experienced in collating data, both in terms of our declaration rates and the inputting mechanisms onto the system. Further challenges are presented with ensuring accuracy of the reports produced and the system's/report's capability to be both statistically valid and reliable. 
· Furthermore, in order to avoid the risk of individuals being identified, the HR team took the decision to present information on the website by salary band. However, we are aware that presenting information in this way may obscure differences in pay. We are currently considering whether information can be presented by grades with a view to being more transparent, whilst at the same time ensuring individuals are not identified. 

Managing legal risk 
· Diligence in relation to the PSED not only ensures that the aims and intentions behind Equalities legislation are fulfilled, but that the risk of costly and disruptive challenges is significantly reduced. The high legal profile of tests of due regard has improved our understanding and grasp of other related areas of law, e.g. the Human Rights Act and Public Services (Social Value) Act, and the law in related services areas such as Libraries & Museums provision and Deprivation of Liberty. 
· As the Public Sector Equality Duty has only been in place for a short period of time, it is difficult to provide strong evidence about its effectiveness. However, our experience is that the approach that we adopted when the race, gender and disability duties existed is now being replicated for the other protected characteristics. The increased focus on these protected characteristics is leading to the development of well designed services and in the longer term, we believe it will lead to better outcomes for our employees and service users. Furthermore, Public Sector Equality Duty provides us with a valuable be a valuable framework for our work. 
· At the January 2013 meeting, the Council's Equalities Board discussed the recent Government statements in relation to Equality Impact Assessments. The Board agreed that irrespective of Government statements, the Council’s strong approach to equality and diversity needed to be maintained and that Equality Impact Assessments are integral to this. A rigorous approach to assessing equality is seen as essential to authenticate the Council's due regard to equality, and therefore the Board has agreed to continue with the current system in relation to conducting Equality Impact Assessments. 

Data collection 
· The County Council are aware that information relating to grievance, disciplinary and probation is incomplete or not included, and are looking at ways in how this information can be published. The current challenge with reporting on grievance, disciplinary, harassment and bullying cases is that we do not currently have a system in place that can disaggregate the data by the equality protected characteristics. At 
· present, a new casework database is being established, which may allow for this information to be gathered, but we are aware that we may experience challenges, as the data reports can only be done through feeding back through the HR Oracle system. 
· One of the Council’s Priority Equality Objectives is ‘Demonstrating equality in pay’, and to meet this objective, our Research and Insight team are using statistical testing to check that different demographic groups are not being paid disproportionately more or less than other groups of staff. The Equal Pay Audit involves taking HR data (i.e. declared characteristics) and pay data together. At present, not all characteristics are looked at because there is an issue with the quality and completeness of the data available. Our current declaration rates as follows: Sexual Orientation (31.72%), Religion and belief (40.15%), Disability (74%), Race (87%). However, our Research and Insight Team now believe that we now have enough data to undertake a pay audit for gender, ethnicity (banded as White British – non-White British), disability and age (banded as 15-39, 40-49 and 50 plus). 

Practical examples: Equalities paperwork and policies; diversity data collection, retention and analysis 

EIAs 
· Leicestershire County Council's Departmental Equalities Groups review the actions and outcomes contained in Equalities Improvement Plans at appropriate intervals. This gives momentum to the Equalities agenda in practice and ensures that identified mitigations to prevent inequality are not overlooked. This practice also allows for actions to be amended as situations alter, and ensures that there is always someone with a designated responsibility. The Adults & Communities Business Plan which will be published shortly contains a commitment to ensure that all Equalities requirements recorded in our EIAs are recorded in Service Plans and enacted. 

Practical examples of where equality and diversity considerations were embedded into Leicestershire County Council's procurement processes 
·  Domiciliary Care – where service user quality surveys have resulted in additional training being arranged for care staff; 
·  Community Meals – where customer feedback led to existing service provision being extended; 
·  Supporting People – where the use of a standard framework of measures has been able to evidence the extent to which outcomes have been improved for vulnerable and older people; 
·  Voluntary Sector – where our work with Voluntary Action LeicesterShire, the countywide infrastructure organisation, has helped to build capacity in the sector, alongside training and guidance. 
· 
· We reinforce our requirements through the corporate and departmental Commissioning & Contracts Boards (CCBs) which scrutinise procurement exercises / contracts at pre-tender, tender and contract management stages. Procurement checklists and (in the case of high risk/high value contracts) an independent Review Panel, prompt an assessment of the significance of E&D to the particular contract 
· and an Equality Impact Assessment (EIA). As part of contract management processes, evidence of E&D management information, where relevant to the nature of the contract, is gained from suppliers. 
· We supplement this activity with in-house procurement training, an intranet Purchasing Guide, as well as via frequent best practice updates via direct e-mails, articles in corporate and departmental publications. For example, staff lunchtime sessions on equalities in procurement were run as part of the Council’s Equalities & Diversity Week. 

Equality Monitoring Policy 
· The HR Management Team at Leicestershire County Council recognises that equality monitoring is central to the organisation’s principle of operating fairly and equitably in terms of employment practices and service delivery. In 2010, our Equality monitoring policy was updated in line with the requirements of the Equality Act and strengthened with the addition of specific guidance for application of the policy. 
· The new policy provides a simplified and more accessible guide to equality monitoring, strengthened reasoning behind why we need to collect such information, specific guidance for each equality strand, a specific requirement to monitor sexual orientation and transgender and an updated set of monitoring questions based on the those being asked in the 2011 Census. Since the introduction of the PSED, we publish information on our website about the profile of our workforce in terms of age, disability, gender, race, religion or belief and sexual orientation. 

Employment Equality Targets 
· We are committed to working towards a workforce that represents, at all levels, the community it serves. Our Research and Insight team undertook a Local Labour Market Assessment (LLMA) to provide a better understanding of employment and labour supply in Leicestershire, specifically, in relation to age, disability, gender, religion or belief, race and sexual orientation. We have identified that Black and Minority Ethnic (BME) and disabled employees are under-represented at management levels. In order to address this issue, Employment Equality Targets have been set and a number of positive action measures have been offered to individuals interested in pursuing a career in management. 

Attached Documents 
·  Leicestershire County Council's Equality Monitoring Policy 
·  Leicestershire County Council's EIA Toolkit 
·  Leicestershire Count Council's Contractor Equality Management Information Proforma 
·  Leicestershire County Council's Intranet guidance notes (Integrating Equalities into Procurement) 
·  PowerPoint presentation from the Council's Equalities and Procurement Seminar 

[supporting documentation provided separately to GEO]

Promoting equality using the Public Sector Equality Duty: London Borough of Tower Hamlets submission 

This submission addresses a number of the lines of enquiry set out by the Government Equality Office in their call for evidence on the Public Sector Equality Duty (PSED): 
 Understanding the PSED: Advancing equality of opportunity 
 Practical examples: Equality analysis and evidencing due regard 

Understanding the PSED: Advancing equality of opportunity 

Valuing diversity is one of the four core values of Tower Hamlets Council. As part of this commitment we promote diversity and equality in everything we do to improve the quality of life for everyone living, working and visiting Tower Hamlets. Working with the Tower Hamlets Partnership we aim to provide accessible and responsive services that enable everyone to take part in the social, cultural and economic wealth of the borough. 

Achieving this is central to delivering the Council’s vision of building ‘One Tower Hamlets’ a borough where everyone feels they have an equal stake and status. We will achieve this vision through work to reduce inequalities, foster cohesion and support strong community leadership. 

In many ways our cross-cutting principle of One Tower Hamlets prefigures the aspiration of the Public Sector Equality Duty. Since residents first articulated their desire for the principle in 2008 the Council and partners have worked to create a cycle of action underpinning all that we do by tackling inequality, strengthening cohesion and building community leadership. It is therefore both the principle and how it is brought to life in our Single Equality Framework which demonstrates how we embrace and meet the Duty. 

The Single Equality Framework is the council’s corporate strategy for understanding diversity, tackling inequality and promoting cohesion. Since 2012, the Framework has been integrated into the Council’s Strategic Plan, ensuring that a focus on tackling inequality informs the strategic direction of the council and enables us to better meet the financial, policy and social challenges that we face today. This also enables us to demonstrate how we are meeting the requirements of the PSED to prepare and publish objectives which demonstrate how the organisation will meet the aims of the Duty. 
In recent years changes in the law have brought about real progress for equality between people and provided a greater degree of legal protection for groups who have historically experienced discrimination and other forms of inequality, but there is still a long way to go. We know that society has negative attitudes, stereotypes and myths about some groups of people and that these can lead to social and economic disadvantage, exclusion and marginalisation. The Public Sector Equality Duty is an important driver of proactive action by public bodies to promote equality and we have used to strengthen our work to tackle inequality and discrimination for people from all the protected characteristic groups. 

The Council has a strong record of working with partners and the local community to tackle inequality and promote cohesion. In 2006 the Council became the first local authority to achieve Level 5 of the Equality Standard for Local Government and in 2010 we were the second council to be assessed as ‘Excellent’ under the Equality Framework for Local Government. Many of our achievements in this area are due to the strength of our local partnerships with community groups and networks, public and private sector organisations and a borough-wide commitment this agenda. 
The case study below provides a practical example of how we have sought to fulfil our duty under the Equality Act to advance equality of opportunity: 

Case study: Using equality data to inform strategic planning and promote equality for Bangladeshi and Somali women 
In 2010 our annual review of equalities data indicated that over 70 percent of working age Bangladeshi women in the borough were not in formal work[footnoteRef:14]. Estimates for Somali women in the borough revealed similarly high levels of economic inactivity. Figures just released from the 2011 Census show that Tower Hamlets has the second highest proportion of women who are not in formal employment in the country, at 13.2%, compared to just 1.3% of men.  [14:  Labour Market Survey, Tower Hamlets 2010 
] 


Whilst recognising that the life experiences, decisions and choices that lie behind these figures are complex, it is clear that worklessness can lead to poverty and social exclusion. Moreover some of the factors which prevent women from working are themselves symptomatic of unequal treatment or opportunity including high levels of unpaid care for children and adults with poor health, low levels of skills, lack of access to support and experiences of discrimination. Whilst local and national evidence suggests that many of these factors affect women from all backgrounds, our data showed that Bangladeshi and Somali women were significantly more likely than others to be workless. For the last three years the Council, working with partners in the voluntary and community sector, education and employment services and academic and research organisations, has sought to better understand the drivers of high levels of economic inactivity as well as what factors help and support women who want to access the labour market and use this intelligence to design interventions to reduce worklessness. This has included: 

- Life choices, life chances: The Council commissioned an independent research report based on in-depth qualitative interviews with 35 women from the Bangladeshi community and 29 from the Somali, using a loose life history approach. These were supplemented by interviews with key informants working within the community and the council to promote women’s access to work. The aim of the research was to provide detailed qualitative insights into the factors that impede and facilitate access to paid work among women from these two communities. 

- Statistical analysis carried out by Mayhew Harper Associates synthesized data from a number of local surveys to estimate factors predicting the risk of economic inactivity within the borough. These included: being of Bangladeshi origin, being female, living in social housing, not having English as a first language, having no qualifications at diploma level or higher and suffering poor health. 

- Tower Hamlets Council Employment Strategy 2011: Drawing on the 2010 equality data assessment, the strategy recognised the need to better understand the reasons for high levels of economic inactivity among women in the borough and included an objective to ‘Work with partners to respond to the high economic inactivity rates amongst women, particularly Bangladeshi women and to take up recommendations from recent research to design interventions based on the report findings for Bangladeshi and Somali women’. This was a significant shift in focus; in previous years the focus of the majority of Council and other public sector funding had been on those unemployed people in the borough who were closest to the labour market. An indirect consequence of this approach was that despite significant investment of resources, work to address unemployment had done little to narrow the gap between unemployment rates for Bangladeshi and Somali women and all other women in the borough, which has a knock on effect on overall employment rates of women in the borough. 

- The Overcoming the Barriers project was a pilot project funded by the Employment Team in the Council to respond to the findings of research set out above. The project ran between 2010 and 2012 and aimed to break down the barriers to employment faced by Bangladeshi and Somali women. Three third sector organisations were commissioned to support participants into sustainable employment, as well as gain a better understanding to ‘what works’ in providing the support needed to help women from these communities enter employment. 

Recent and upcoming changes to welfare benefits mean that it may become impossible for families to afford to live in the borough if adults in the household do not work. The need to identify what factors influence the engagement of Bangladeshi and Somali women with labour market in the borough has therefore become all the more pressing. Having undertaken this work we are now in a better position to support women affected by the welfare reform into work through specifically tailored support with childcare, English language learning and job skills.

Practical examples: Equality analysis and evidencing ‘due regard’ 

Our response to the PSED requirement to have “due regard” to equality is to recognise that the level of analysis required will vary depending on the circumstances. For that reason in 2011 we adopted a new process for carrying out Equality Analyses which recognises that in some cases due regard will be evidenced within the body of a proposal report itself and no separate analysis document will need to be produced. In cases where ‘due regard’ is not sufficiently addressed in the proposal itself, our guidance recommends use of an ‘equality checklist’. This is an intermediate document which promotes a simple, straightforward form of equality analysis. In some cases, more detailed equality analysis will be indicated and there is a separate template to assist officers with this. The detailed analysis document is more in line with what you would expect from an equality impact assessment but is only used in cases where that level of analysis is considered necessary to comply with the PSED. 

Evidence: 
 Equality analysis guidance for staff (Appendix One) 
 Example of how we have implemented this approach in practice is set out below 

Having due regard to equality in the budget setting process 
In setting our budget for 2011-12, we adopted a new model for analysing the impact of financial decisions on equality between people living in the borough and working for the Council. In that year the Council needed to make savings of £40million and officers were tasked with identifying possible savings from across the organisation. These proposals were then assessed by a board made up of Cabinet members who worked with officers to identify savings to be worked up further and ultimately presented to Full Council in the Mayor’s budget. 

To ensure that an understanding of the impact of all savings proposals informed decision making, all savings proposals were subject to an equality analysis according to the following process: 

- Completion of an initial ‘screening assessment’ of all savings proposals to identify those which are likely to have a direct impact on services received by residents or on the number or grade of staff in a specific service (see attached) 
- Undertaking a full equality analysis of those savings proposals which the screening suggested could have an impact on residents or staff to identify the impact of the proposed changes on equality between people from different backgrounds (see attached). These assessments provided more detailed information on specific impacts on service users, including the outcome of consultation. They also provided a summary of opportunities and resources available to mitigate the effects of savings on equality target groups. 

Publication and consultation 
As described above, to ensure that our equality analyses of savings proposals were accurate and robust, we sought the views of those affected and incorporates this information into the evidence put forward to elected members. Clearly the level of consultation needed to be proportionate to the impact on residents of the change being proposed. We therefore adopted three levels of consultation: 

Level 1: Those proposals where the change proposed was likely to have limited impact on equality between local people we gave local people the opportunity to comment on the proposal as part of the Council’s wider budget consultation exercise which included roadshow events, on-line consultation and media coverage. 
Level 2: Where it was identified that the proposal was likely to have a limited impact on a specific section of the community or group consultation activities were run with the particular group in question. These included presentations to groups such as our local Accessible Transport Community Forum which includes representatives from disability groups and Parents Forums run by Children’s Centres. 
Level 3: Where the proposal involved making a substantial and significant change to a service, formal consultation was undertaken with the service user group affected. One example of this was a proposal to close a service providing housing advice for people using community mental health services. All current service users were invited to complete a survey about the impact of the closure, with independent advocacy support to complete these available. 
All documentation relating to the budget setting process can be found at: 
http://www.towerhamlets.gov.uk/lgsl/851-900/861_diversity_and_equalities/equality_impact_assessments/eqia_2011-12.aspx 

APPENDIX ONE:  London Borough of Tower Hamlets: Equality Analysis guidance (extract from staff intranet) 
An Equality Analysis (EA) is a mechanism that supports all Council staff to analyse all of our work (this could be a policy, procedure, project, and strategy or savings proposal) in relation to how it impacts on various groups of people within our community, including staff. Please note, for the purpose of this document, the term ‘proposal’ refers to all areas of work mentioned - policies, procedures, projects, strategies, functions and savings proposals. 
The processes involved in conducting an EA should not be looked on as an end in itself. The aim of the assessment is the promotion of equality of opportunity and thus the outcomes, mitigation and improvements from the EA are central. This process is merely the mechanism to support staff at all levels in identifying potential outcomes and tailoring them to benefit all members of the community as well as staff. 
A good Equality Analysis will lead to actions which can either be implemented immediately or may need to be carried forward into a service or team business plan - unless there is evidence that there is no negative impact on any groups. 
An EA aims to:- 
 assess how a particular policy decision or service change will affect different groups of people 
 identify any differences in impact between the different groups. 
 identify alternative approaches, which might mitigate any negative impact and help bring about greater equality in our services 
 help manage and improve our relations between different groups of people. 
 help inform the decision making process 
Most importantly EA’s act as a method of improving services. They are a tool to drive forward change and should lead to improvements in the way we formulate policy and deliver our services. 
Quality Assurance Checklist (QA) – check and evidence due regard 
The Council recognises that a pragmatic approach to undertaking an EA is needed and also understands that some ‘proposals’ are more relevant and have a greater impact on Equality & Diversity than others. The checklist mirrors the sections of the EA template and is a tool to assess that due regard is embedded and evidenced in a proposal or to quality check an EA that has been produced. 
All proposals, whether new or amended, are subject to a Quality Assurance checklist. Where due regard is evident in the body of a proposal, a full EA is not necessary. This is because the Quality Assurance checklists acts as a screen to evidence due regard thus meeting our legal obligation as set out in the Public Sector Equality Duty. 
A QA checklist must accompany the proposal through the decision making processes and are to be collated by directorate SPP teams. 
Further Analysis –Equality Analysis Template 
Further analysis may be undertaken as a natural progression from the Quality Assurance when there are concerns about the impacts of the ‘proposal’ and, or, evidencing of due regard 
This more in-depth analysis is backed by formal consultation, further research, evidence, data collection and analysis. 
An in-depth analysis must consider:- 
1. What evidence do we have 
2. How will what you’re doing affect the nine protected characteristics? 
3. Mitigation, Actions and Options 
4. Quality Assurance and Monitoring 
5. Sign Off and Publication 

Newcastle City Council: PSED examples 

Example 1: Using procurement to produce inclusive play 

Newcastle City Council ensures that when buying goods and services they meet the needs of different users, advance equality and where possible achieve wider social benefits. 

The Council has a corporate equality objective to challenge negative attitudes to disability, and promote integration and community cohesion through practical actions. This equality objective was considered relevant when the Council decided to renovate its children’s play areas. It consulted with parents and found that parents of disabled children said the city lacked play areas suitable for both disabled and non-disabled children. This prompted us to review how our play equipment was procured to take into consideration the differing requirements of families, so that the equipment was inclusive to all. 

This successful procurement exercise means that parents of disabled children now have more play areas to choose from. The feedback from children and parents has been extremely positive and there has been a noted increase in usage. Interaction through play is helping to break down barriers and challenge understanding and perceptions of disability by parents of non-disabled children encouraging social inclusion. 

An additional outcome was an improved service from suppliers. We initially found that our approved suppliers list did not provide this type of equipment and had to source it from overseas. This prompted our existing suppliers to broaden their range, making it easier for other authorities to procure these products.


Example 2: Building good relations - challenging hate and building bridges

In April 2012 Newcastle City Council published its equality objectives for the next 3 years, outlining plans to advance equality, tackle discrimination and help build good relationships between communities
 
One of our objectives is to reduce the fear of harassment and hate crime both within and across our different communities. The ARCH report line in Tyne and Wear was established to support victims of hate incidents, like homophobia, transphobia and racism. The initiative assists individuals in getting the support they need and ensures that action is taken against perpetrators.

Over the last year there has been an increase in more serious incidents, such as physical attacks against people and property. ARCH has developed a secure web based reporting and case management system (RCMS) for hate crimes. This means that people affected by hate can go into any of the organisations that use RCMS to report an incident. We currently have over 100 reporting centres in the city, including voluntary and community organisations. By using the RCMS, victims know that they will receive the same initial response, regardless of where they choose to report. This has led to an increase of 35% over the last four years in the number of hate incidents that are reported. 

Importantly, the RCMS enables victims to have their case to be referred to agencies that can provide support to the victim and take enforcement action against the perpetrator. The case management part of the system ensures that agencies work together to resolve a case. It has driven up the quality of partnership working and means that by contacting any of the agencies involved in their case, a victim can get an update about what all of the agencies are doing. We think this is vital to increasing satisfaction. Before the RCMS was introduced it was often the victim that was left trying to co-ordinate different agency responses.

The quality of agency responses to these reports is monitored by an agreed partnership performance indicator, “Percentage of cases dealt with in accordance with agreed service standards”. This measure relates to the Service Level Agreements that each of our 11 ARCH referral agencies has signed up to. It is a collective indicator; therefore each agency involved in a specific case will need to have responded in accordance with their service level agreement in order for that case to have achieved the quality standard. Positive indications this year show that 98% of cases in the first 6 months of this year passed. This is an improvement from 92% in 2010-11.

Because of its success in increasing reporting and improving agency responses, the
ARCH RCMS has been adopted by all of the Local Authorities across Tyne and Wear.



Nottingham City Council
Review of the Public Sector Equality Duty (PSED): Contribution from Nottingham City Council to joint response from Local Authorities assessed as being ‘Excellent’ under the Equality Framework for Local Government.

	
	
Themes of PSED Review
	
Response from Nottingham City Council
	Supporting Evidence available and/or attached as ZIP file.

	1.
	How well understood is the PSED and guidance?
	· The duty is useful in helping to tackle inequality.  However, as it has only been in effect since 2011, there has been limited time to realise its full potential.
· We have taken a number of steps to increase knowledge of the duty and to increase levels of understand.  This includes, launching e-learning for colleagues in the organisation as part of a range of training and development initiatives to improve the performance of our workforce.  We have also produced resources that are available on our intranet to support managers and colleagues to meet the requirements of the duty.
· As part of our induction process, new comers to the organisation receive related training.
· Work is currently taking place to improve our commissioning and procurement strategy to help us influence the way that our contractors and supplier work (who come from the public, private, voluntary and community sectors), to increase their awareness of the duty so that they know what their responsibilities are, and ensuring that we work with them to advance equality.
· Our equality commitments and objectives are detailed in our corporate plan which is published on line, as are our Equality Impact Assessments (EIAs).  This contributes to our efforts to promote equality and to help our citizens understand our commitment to them.
· Through apprenticeship schemes and other related initiatives we are contributing to the diversity of our workforce which helps us to increase confidence, improve services, support our reputation for being fair, and recruit and retain colleagues from communities with protected characteristics. 
· Our responsibilities have also helped us to improve our understanding of our citizens’ needs, particularly when designing and planning service provision.
· We continue to encourage and facilitate Employee Support Networks and External Forums to help improve the way that we work and to help eliminate discrimination, advance equality and foster good relations.
	· E-learning
· Resource Packs (including guide to carrying out EIAs, sample EIAs, guide to effective monitoring, making reasonable adjustments etc.)
· ‘Horizon’ learning and development programme
· Council Plan
· Equality Strategy
· Results of 2012 Citizen Satisfaction survey
· Results of Colleague Opinion Survey
· Single Status programme
· Flexible working initiative
· Holiday plus scheme
· Terms of Reference for support networks and forums.
· Equalities Small grants initiative.
· ‘Have your Say’ comments, compliments and complaints initiative.
· Evidence of consultation and engagement activity (e.g. budget setting).
· Citizen First Strategy (focused on customer care)
· East Midlands Share Services (including diversity monitoring arrangements)
· Covalent (performance management tool supporting progress of equality objectives).
· Nottingham ‘Insight’ (online database including community profiles, Joint Strategic Needs Assessment, and census data)

	2.
	What are the costs and benefits of the PSED?
	· Quantifying the costs associated with the PSED is difficult, as the work of the authority has been focused on continual improvement in tackling inequality through collaborative work with partners and key stakeholders.  What might be more appropriate to consider are the costs to society and public bodies when the rights of vulnerable people are not protected.
· The benefits of the PSED include: a better understanding of the needs of citizens; increased satisfaction levels with public service provision; Better decision making in terms of efficiency, transparency and accountability; effective monitoring of service provision; and improved relationships (particularly with regard to reputation and fairness) with communities.
· In addition, the threat of legal challenge provides a much needed incentive to eliminate some of the unintended negative effects of policy implementation.
	· Terms of Reference of the Equality and Fairness Commission and Equality Board
· Citizen Satisfaction Surveys
· EIAs
· Diversity monitoring


	3.
	How are organisations managing legal risk and ensuring compliance with the PSED?
	· Equality Impact Assessments are conducted at the formative stage of service design and are used to inform decision making.
· Consultation and engagement with relevant stakeholders.
· Diversity monitoring regarding service use, staff profiles etc.
· Impact/Progress reviews (linked to EIAs)

	· Published Equality Impact Assessments
· Consultation and Engagement Activities with communities of interest and identity (e.g. relating to budget setting; council tax etc)
 

	4.
	What changes, if any, would ensure better quality outcomes?
	· Central Government support
· Detailed guidance on the information  required to demonstrate compliance with the PSED
· Detailed guidance on applying the duty to commissioning and procurement.
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