Review of the Public Sector Equality Duty 
Manchester City Council’s response to the call for evidence
1.
Background
1.1
Manchester has a strong tradition of championing equality and diversity. For over twenty-five years Manchester has promoted and invested in equality through innovative work with minority communities including the workforce. As a result of this, Manchester has made significant progress in the areas of lesbian, gay and bisexual rights, equality for women, Manchester’s BME communities and older and disabled residents. More recently it has prioritised progressing Trans issues in the city, and prioritised issues such as community resilience and social cohesion
1.2
In recent years Manchester has changed significantly. Migration, regeneration and the progress made against the priorities set out in the city’s Community Strategy have all played a role in making Manchester a place where people can benefit from the wealth and opportunities within the city regardless of their background.  The city also has a very different third sector and has successfully developed strong partnerships across the public, voluntary and community sectors. 

1.3 The national recession has meant Manchester has and is facing significant budget pressures and this in turn enhances pressures on its communities across the city.  As an organisation the Council has experienced significant transformational change.  Services and directorates have been redesigned to respond to the needs of Manchester residents and also to ensure that as a service provider we provide efficient services that demonstrate value for money.  We have also seen the centralisation of many of the council’s functions such as those relating to procurement, performance, research and intelligence etc. 

How well understood is the PSED and guidance?
2. 
Centre of Excellence for Equalities (CoE)

2.1 
The PSED is well understood by staff at all levels across the authority’s service areas. The Deputy Chief Executive (Performance) has overall officer level responsibility for Equality and Diversity issues in the Council, acting on behalf of a number of Elected Councillors with lead responsibilities for each protected characteristic under the overall leadership of the Council’s Deputy Leader whose portfolio includes equality and diversity. 
2.2 
To ensure that the Council can fulfil it’s role as a Community Leader, Service Provider and Employer in line with the PSED and that it has strong leadership and capacity in place to deliver against its equality commitments, we recognised that the equalities function and the central equalities team needed to work in new ways and be at the core of leading and implementing the changes needed to establish a centre of excellence for equalities.  

2.3 The CoE brings resources, intelligence and expertise on equalities together creating stronger leadership and an evidence base to measure progress.  This also increases the opportunities for mainstreaming equalities throughout the functions of the Council.
2.4 This model has developed an integrated way of working with partners; including the third sector – shared objectives, flexible funding arrangements, improved commissioning and procurement, structured engagement with lead equality members, to help drive change and strengthen equalities and community / political leadership role.
2.5 The Council’s Communities Scrutiny Committee regularly receives reports presentations and updates with regards to Equalities issues, initiatives and changes in legislation. IN November 2012 The Equalities Team presented a report to committee to advise on changes to the Equality Agenda including the PSED and the implications of this on the organisation. (evidence 1)
3.
MCC Equalities Team

3.1 Manchester City Council's Equality Team is part of the Chief Executive's Department and at the heart of the Centre of Excellence model. The team aims to support the Council at Member and officer level, to develop a strong and focused approach to addressing the City's key emerging equality challenges.

3.2
The team provides equality advice, guidance and tools that put equality considerations at the heart of the Council's day-to-day business. These processes support the Council to meet its legal requirements set out by the Public Sector Equality Duty (PSED). The Council's aims reach beyond just being legally compliant though, and we also support the Council to respond proactively to common equality issues in the City.

3.3
We recognise that the profile of Manchester's diverse population is continually evolving, and that the equality issues that affect the city will change to mirror this shift. As a team, our aim is to maintain our knowledge and understanding of these trends, to continue to build strong and effective equality-relevant relationships, and to use this to support the Council to improve equality outcomes for Manchester.

3.4
Some of the key areas of the team’s work are:

· Translating the PSED advice, guidance and support on equality issues, legislation and statutory duties to colleagues across the organisation and partners including elected members; (Evidence 
· Engagement with and building our understanding of Manchester's diverse communities;

· Leading on the collation and publication of the Council's Equality Information;

· Leading on the development and supporting the implementation of Council-wide Equality Objectives;

· Developing tools for and supporting the completion of Equality Impact Assessments;

· Developing and coordinating the Council's equality performance management processes.
4. Equality and Diversity Training

4.1 
The Council's Equality and Diversity training course - 'All Different... All Equal' - is a new programme of e-learning and face to face training that helps managers and staff to better understand the key aspects of equality legislation and how to apply them to their day to day duties. 

The course:
· Explains the meaning of Equality and Diversity
· Describes the key features of the Equality Act 2010
· Enables staff and managers to recognise inappropriate behaviour and how to report any concerns in line with Manchester City Council’s Whistle blowing policy and procedure
· Demonstrates how Manchester and it’s population has changed and continues to develop and diversify 
· Confirms the importance of Equality and Diversity for Manchester City Council in relation to its values and work practices.

4.2 
It is a dual level course: level 1 is available to non-management staff and concentrates on operational and behavioural dimensions of equality; level 2 is aimed at managers and is more orientated towards managing equality and diversity in the workplace and in strategy. The level 2 course has also been tailored for delivery to elected members to ensure that leadership on equalities is reflected at all levels of the Council. (Evidence 2a-d)
5. 
Equality Objectives and Priorities

Single Equality Objective

5.1 In line with the Specific Duty, the Council undertook robust consultation with the public, VCS, Elected Members and colleagues to identify and publish three priority areas for delivering better equality outcomes for all Manchester residents and a single equality objective, to be rated ‘Excellent’ under the EFLG by March 2015. The Council’s equality objective covers a wide range of performance areas and will help us identify the equality issues where we most need to deliver change and improvements. This will feed into the equality action plan for the city and future equality objectives. (see evidence 3&4)

 Equality Priorities
5.2 Manchester City Council recognises the progress made in the city to promote and deliver better equality outcomes for all its residents and this progress is reflected in the city’s good reputation.  Changes to the legislative framework, challenging budgetary pressures and our changing communities mean we cannot be complacent about the achievements to date.   
5.3 We recognise the potential risks the challenging times ahead pose for  local service delivery, inequality of outcomes, disadvantage and discrimination.  We can only tackle this effectively if we are clear about our equality priorities and what they mean in relation to the Council’s role as a community leader, service provider and an employer. Our priorities are to:
· Strengthen our knowledge, understanding and evidence base about communities so that we can increase community cohesion and design services that meet everyone’s needs.

· Tackle discrimination and narrow the gap between disadvantaged groups and the wider community and between Manchester and the rest of the country

· Celebrate the diversity of Manchester and increase awareness of the positive contribution that our diverse communities make to the city.

How organisations are managing legal risk and ensuring compliance with the PSED?
6. 
Equality Analysis
6.1 
The Council ensures it complies with the PSED and manages any legal risk in various ways but primarily through the use of a robust Equality Analysis framework. The PSED requires the Council to be able to show that all of its functions have been analysed to assess their effect on equality and that it has shown due regard to the three arms of the duty. It isn't prescriptive about what form this analysis should take, but for consistency, transparency and ease of access, the Manchester has extended its Equality Impact Assessment (EIA) framework. (See 5,6&7)
6.2 
Our EIA framework has two key stages: the Relevance Assessment guidance and template help our services to identify whether their proposed actions are relevant to equality. If they are, then the EIA guidance and template are designed so that services can analyse which equality groups, or protected characteristics, are affected by the proposal and how.

6.3 
We've also developed an EIA tracker tool, so that services can monitor their progress on all the Relevance Assessments and EIAs that they have responsibility for. The Council is committed to using this framework to ensure that we identify any disproportionate impacts on equality at the earliest stage that we can.
Indoor Leisure Review
6.4 
A recent example of how equality analysis has supported decision makers to avoid any disproportionate impact on vulnerable groups and reduce the risk of legal challenge was the city’s indoor leisure review. 

6.5 
On 16 January 2013, the Council published reports that set out a proposed budget for 2013-15. This was in response to the two year finance settlement from Government, which set out a level of reduced funding to the Council. The budget proposals presented to Executive on 23 January 2013 outlined savings totalling £80m across the Council.

6.6 
To contribute to the overall savings target, Community and Cultural Services (CCS) proposed a number of closures to leisure facilities across the City and revised strategies for investment into new leisure provision. The new strategy looks to cease operating existing old and costly facilities and redirect provision to new or neighbouring facilities. In addition, to delivering the building related savings, CCS are required to reduce the budget by an additional £1.5m through a reduction in management and general staffing levels.

6.7 
The consultation relating to the proposals for leisure facilities across the City ran from 24 January 2013 to 8 March 2013 with a wide range of methods used to communicate the proposals to residents and user groups. Based on this consultation and a robust Equality Analysis (Evidence 8) a decision was made not to go ahead will the initial proposal and timescales but to use mitigation to reduce impact on vulnerable groups until any new facilities are built and ready for use.
6.8 
Equality is just as important when thinking about our workforce as it is when designing and delivering services. If we are to be true leaders in the field of equality we must lead the way in assuring and promoting workforce equality and diversity as an exemplar for the City. Equality information is regularly reviewed at a senior management level and published annually in line with the 'Specific Duties' (Evidence 11a&b)
7.
Procurement

7.1 
The Council’s Procurement department have invested recently in work done by our partner CLES (the Centre for Local Economic Strategies).  On our behalf they have completed and continue to work on assessing the power of Manchester’s spend across the top 300 (in terms of spend) suppliers.  

7.2 
This work is particularly focused on supporting the sustainability of the Local Economy and takes account of the diversity of the workforce. This work highlighted that a number of our key partners working in the City have adopted the Council’s recruitment ethos which has had a positive impact on equalities outcomes. 
7.3 
From the initial piece of work undertaken in 2009, a forum of local businesses of varying sizes has been set up with a view to discussing issues affecting the local economy of Manchester.  Equality issues have been discussed (Evidence 9) with the aim of drawing the forum’s attention to the impact of the Equalities Act 2010 which places new responsibilities on businesses working on the Council’s behalf.

7.4 
There is also anecdotal evidence that the Council’s shift towards a higher priority being placed on the quality element of a tender is resulting in suppliers embracing equalities in their business – on the basis that compliance helps ensure their progression to the later stages of a tender.
7.5 
The tender process includes a detailed questionnaire which contains key questions on equality and diversity (evidence 10). These questions are pass or fail, therefore if equality policies are not provided, the prospective supplier will not proceed to the next stage of the tender. Staff check each submission for this information. If a supplier subsequently is proven to have misled the authority on the equality and diversity of their business the authority has the capability to withdraw the contract. 
7.6 
We encourage organisations to offer Equality and diversity training although this is not explicit in our tender documents.  All suppliers are asked to provided an equalities policy, which we would expect to include some reference to training within our questionnaire. Should a service demand equalities training this would be identified at the commissioning stage of the procurement process and should a general need emerge for specific diversity training, this would be flagged up in an Equalities Impact Assessment and options would be explored.     
7.7 
As an organisation we are moving closer to adopting a centralised contract management model, however much of supplier monitoring is currently carried out at a service level once a contract has been let.  One example of this is in social care where regular visits are made to domiciliary care and care home providers in order to ensure they are complying with strict care requirements.  Each officer has a checklist which they must complete which includes staff equalities monitoring.  Officers will check that workforce diversity information is collected.
7.8 Equality compliance is a pass or fail element of the tender. This means if  a supplier is not compliant they may not proceed to the next stage of the tender. If evidence comes to light that misleading evidence had been supplied by a prospective supplier within the tender process, such as equality compliance, the declaration potential suppliers must sign when submitting a tender can be used to cancel any future procurement and can lead to police investigation of the guilty party.
What are the costs and benefits of the PSED?

8. 
Conclusion
8.1 
The PSED has proved a useful tool for Manchester when working with partners, suppliers and across directorates. It gives a clear way for the Council to understand what it’s duties under equality legislation are and to communicate this to others. At this stage there is no evidence to suggest that the PSED incurs specific costs over and above business as usual.

8.2 
We feel Manchester has developed a successful way of interpreting the PSED’s requirements and processes in a way that is not bureaucratic and suits the needs of our organisation as we go through huge change and reminding decision makers of the importance of equalities to make sure we implement cuts in an equitable way

8.3 
It may be useful to have access to a standard toolkit, e-learning and presentation materials etc. that could be used to raise awareness across organisations or when developing and/or commissioning new E&D training to ensure consistency across public sector partnerships as we created a shared vision across Manchester and with Core Cities.
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