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DOVER DISTRICT COUNCIL

Equality scheme

Foreword by the Chief Executive

Dover District Council is committed to ensuring equality in every aspect of its service provision and through its responsibility as an employer. The Council will always promote equality of opportunity for everyone, regardless of race, gender, disability, age, faith or sexual orientation, both in the delivery of its services and in the employment of staff. It will also ensure that service assessments and reviews consider how diversity, human rights and user focus are considered, as part of the delivery of all its services.
Two of my key objectives, found in our Corporate Plan are: 

· To develop a Diversity and Equality Policy and action plan to ensure we comply with the responsibility of employer, service provider, landlord and elected organisation, identifying training and local performance indicators to monitor progress.

· Ensure that service assessments and reviews measure how diversity, human rights and user focus are considered as part of the delivery of services 

 

This Equality Scheme sets out how we intend to reinforce our commitment. 

I, together with the Council’s staff and politicians are committed to making equality a reality in everything we do and promoting equality for the District’s residents, business and visitors. 

Introduction
 

The Race Relations Act 1976 (as amended) gives public authorities a statutory general duty to promote race equality and makes it unlawful to discriminate on the grounds of colour, race, nationality or ethnic origin. The Act makes racial discrimination unlawful in employment, in training and related matters, in education, in the provision of goods, facilities and services and in the disposal and management of premises. It therefore covers all local government services to the public and impacts directly on the Authority’s employment practices.

The Disability Discrimination Act 1995 amended by the Disability Discrimination Act 2005, places a statutory General Duty on all public authorities to promote disability equality. The 2005 Act provides a robust legislative framework, which requires Councils to actively promote disability equality. 

The Equality Act 2006 created the Gender Equality Duty for the public sector. This places a legal duty on the Council to promote equality of opportunity between men, women and people undergoing gender re-assignment (whether proposed, commenced or completed), and to have due regard to the need to eliminate unlawful discrimination and harassment against men, women and people undergoing gender re-assignment, in the fields of employment, vocational training and in the provision of goods and services.  

To help meet its general duties, the Council must:-

· Produce an Equality Scheme identifying its equality goals and actions to meet them

· Monitor and review progress

· Review the Scheme every three years

· Conduct and publish Customer Access Reviews of all policies, strategies and functions, and publish its criteria for conducting such Customer Access Reviews

Dover District Council already recognises that promoting equality improves public services for everyone. Equality for all is an integral part of the Council’s working practices, and the Duty to actively promote equality will also be incorporated throughout the organisation in the same manner.

This scheme has been produced in conjunction with priorities set by the Council, identified in our Corporate Plan, and sets out our priorities on how we intend to tackle inequality, eliminate discrimination and promote equality of opportunity.

Purpose

This Scheme sets out our overall objectives for improving and addressing inequalities, and the action plans show how we will be delivering improvements in access to our services.  It will help us to: 

· Meet the requirements of the Race, Disability and Gender Duties 

· Set out our plans to improve access to services and employment 

· Make sure that we are taking the needs and views of all our customers into account when we design or deliver services.

· Make access improvements and develop appropriate policies 

· Continuously monitor and improve the ways in which we deliver services. 

Discrimination occurs because barriers hinder people from taking a full part in the community. This Equality Scheme clarifies Dover District Council’s approach to eliminating discrimination. It is important that all of our staff implement the same approach and common understanding. This Scheme outlines the work that will be needed to develop this, along with our approach to customer care and service provision.

 

Context

Dover’s Ethnic Minority Population

	Category
	Number
	Percentage

	Total persons
	104566
	

	White
	103023
	98.52%

	Asian
	416
	0.40%

	Black
	191
	0.18%

	Chinese
	357
	0.34%

	Mixed
	579
	0.56%


The data above is taken from the last census and the Council is aware that in recent years, there has been a settlement of a number of refugees, others from Eastern Europe, as well as people from within the EEC, and it is unlikely that these will be reflected within the census figures.  However Dover District Council employs a Community Liaison Officer who works with these groups, giving support where necessary, particularly in matters of housing and education.  The Community Liaison Officer also provides the link between other organisations, partnerships and the community. The Officer is also responsible for the monitoring and dissemination of all racial incidents through the Racial Incident Monitoring Line.

Analysis of employment data is a requirement of the equality action plan, but as the number of ethnic minority employees is low, individuals may be identified. Publication of this data will therefore not occur, to protect anonymity.
Dover’s Disabled Population

 

The Department for Work and Pensions (DWP) observes that there is no single or standard measure or estimate of disability. Equalities monitoring of disabled people using the Disability Discrimination Act definition, is not widely carried out, so we must rely on indicative data. There is currently a lack of clarity around definition, which affects both the presentation, and analysis of statistical information in this area.  It is therefore important to develop a clear picture of the Dover community in order to establish a baseline in terms of current performance and to be able to set meaningful, challenging, but realistic performance improvement targets.  Some indicative statistics are outlined below.

UK, South East and Dover disability statistics as per the 2001 census:

 

	  
	 

England

 
	 

South East 
	 

Dover 

	 

Population

 
	49,138,831
	8,000,645
	104,566

	Number of People with a Disability or a limiting long-term illness
	8,809,194
	1,237,399
	21,459

	 

% of People with a Disability or a limiting long-term illness


	17.93%
	15.47%
	20.52%


Dover’s Gender Mix

It is important to develop a clear picture of the Dover District community in order to establish a baseline in terms of current performance, and to be able to set clear meaningful targets.  Some indicative statistics taken from the last census are outlined below:

· Of the population in Dover District (104,566), there is an almost equal gender split between females and males – 51.88% and 48.12% respectively.   

· There are more females over the age of 75 (63.56%) than males (36.5%).  

· 90.97% of part time workers in Dover District are women 

· More men (77.79%) than women (22.21%) in Dover District occupy professional jobs.

· There are three times more female than male lone parent households with dependent children.
· Men are higher earners. The median weekly full-time earnings for men in the Dover area is £532.10 whilst for women it is £407.40.  

	
	Dover Area
	DDC

	
	Males
	Females
	Males
	Females

	Population / Total staff
	51.88%
	48.12%
	37%
	63%

	Part time workers
	  9.03%
	90.97%
	17.7%
	82.3%

	Professional jobs / top 5% earners.
	77.79%
	22.21%
	85.2%
	14.8%

	Average weekly wage 
	£532.1
	£407.4
	£545.42
	£405.22


Employment 

Improving Diversity and Increasing Representation

Breaking down stereotypes and promoting positive role models

The Council’s own workforce as at 1st March 2007 shows that 63% of its workforce is female. (The divisions where women have less representation are those, which have the greatest number of technical/ engineering based occupations.)  The Council’s workforce reflects trends in wider society where females and males are more likely to work in areas that are considered to be stereotypical.

At the end of the financial year 2006/7 1.73% of Dover District Council’s workforce had disabilities.  This is low in comparison with the rest of the district.

As at the end of the September 2006, 3.7% of Dover District Council’s staff were from ethnic minorities.  This is high in comparison with the population of the district.

The Council feels that it has some responsibility as an employer, towards breaking down the barriers that prevent staff and job applicants entering into their chosen occupations especially where these are non-traditional. In order to encourage people DDC will promote positive role models.

Some local/national statistics are: 

· 28% of the Council’s female workforce work part-time, compared to 10% of male employees.  The national local authority average for part time females is 47%.

· There are significantly less part time employees at more senior levels (the top 5% earners); 7.4% for women and 3.7% for men. 

· The overall proportion of women in the top 5% of earners is 14.8%.  Compared to the national average of 42.6%

· In Dover District, men are higher earners. The median weekly full-time earnings for men is £532.10 whilst for women it is £407.40.   

Local statistics do suggest that at lower levels women are more likely to take up the opportunity to work part-time.  At senior levels the proportions for both genders is substantially less. The Council is committed to increasing flexible working opportunities from the bottom of the organisation to the top. To make this happen it will continue to actively welcome and support job share, part time and flexible working opportunities throughout the organisation, publicise ‘’the right to ask’’ and open up more job share and part-time opportunities at senior levels 

Support and advice for carers  

The Council has in place a flexible working policy, which includes job-share, and will work in consultation with its staff and their Trade Unions, to review its arrangements for providing support and information to carers.

Tackling harassment and discrimination 

The Council is committed to tackling all forms of harassment, and has specific procedures deal with such allegations.  The harassment and bullying policy will be reviewed to ensure that it reflects best practice and that all employees are aware of the support and advice available if they experience harassment.  The Council also has a ‘whistle blowing ‘procedure, which extends the protection for employees who want to report bad practice without fear of being victimised as a result.

Training employees on equality and diversity

Training for the challenge of delivering Equality is included within the Council’s training plan. The purpose is to provide managers and employees with the skills and knowledge they need to ensure that equality becomes part of our day-to-day activities.  The approach includes:

· Elements from service delivery and employment perspectives.

· Analysis of the training needs for individual employees and Members

· The Council evaluates the training programme.  If there is evidence to show that the training needs have changed programmes are re-designed.

Equal pay review / audit 

The Council is committed to carrying its legal obligation to comply with the Equal Pay Act, and if necessary will conduct a full review.   The Council will also ensure pay structures are fair, and therefore greatly eliminate the likelihood of pay gaps between jobs of equal value. The Trade Unions will be involved in any review, in order that all aspects of equal pay are properly examined, and that the review is carried out with their agreement and support.  Progress will be reported as appropriate. 

Home working

The Council constantly looks to develop new ways of working to the benefit of both itself and its employees.  It wishes to encourage working at or from home where it is appropriate and where it supports the needs of the service. 

All employees may request to be considered for remote and/or home working.  However only those whose posts are deemed feasible and who are deemed suitable for this type of working, by reference to the stated criteria, will be eligible to work remotely or at home.  There must be a clear, costed, business case to support requests for consideration for home working. 

Home-based employees have exactly the same employment rights as office based employees.
ACTION PLAN 

INDEX
	1. Understanding the District’s Needs
-
	Demonstrating how DDC will get a good understanding of its customers need in order to implement the Equality scheme.



	2. Policies Strategies and Functions.
	What DDC will do to ensure all its Polices, Strategies and Functions are fully inclusive and do not discriminate against anyone.


	3. Implementation
	How DDC will implement and progress the scheme.


	4. Monitoring.
	How the scheme’s progress and target achievement will be monitored.
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	How DDC will meet its responsibilities as an employer to ensure equal opportunities for everyone and promotion of Employment opportunities.


	6. Training
	How DDC staff and members will be trained to be aware of their Equality responsibilities.


	7. Access To Our Services
	How DDC will make sure the scheme is relevant to everyone’s needs in the district.

	
	

	
	


ACTION PLAN

	1. Understanding the District’s Needs

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09


	Find out about our district and the needs of all our residents.
	Refresh membership of the citizen’s panel


	From July 2006, then on-going


	Performance and Risk / Communication Group
	The Citizens panel was felt to be unrepresentative of the district and despite publicity for new members it was dominated by women over the age of 55.

The 2009/12 Equality Scheme contains a  new section called Improved. Communication and Better Listening. This has been developed in conjunction with the voluntary and community sector as well as members of the general public and shows how we will take our consultation processes forward over the next three years.


	
	Commission Ipsos MORI to undertake consultative and qualitative work


	From October 2006.


	Performance and Risk 
	Completed and results incorporated in to Scheme.

	
	Commission MORI to identify individuals and groups who are willing to participate at interactive workshops. 


	October to December 2006


	Performance and Risk
	Completed.

	
	Develop consultation groups of residents and staff.
	From December 2006, then on-going


	Communication Group / All Services
	Development of consultation groups helped pave the way for the Improved Communication and better listening section in the 2009/12 scheme.

	

	Promotion and development 
	Following the work with Ipsos MORI work with a cross section of groups to effectively promote equality.


	Starting in January 2007 then on-going


	All Services 
	We are working with Dover Disability Forum on a regular basis.

The Community liaison officer maintaining links with minority groups throughout the district.

We have jointly funded a post at migrant helpline to help ethnic minority groups in the Dover District. Migrant helpline also have a room in our Dover Town office so are better able to signpost people to our services.

Officers across the authority are doing outreach work and working alongside the Department of Work and Pensions.

More use is being made of the DDC @ your Service offices away from Whitfield. Staff are trained to provide specialist advice and guidance or signpost as appropriate.


	


	2. Policies Strategies and Functions

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	Over-arching Equality Policy Adopted
	Policy Approved by CMT 
	12 Sept 2006.

 
	Performance and Risk
	Completed

	
	Policy approved by Cabinet


	9 October 2006


	Performance and Risk
	Completed

	
	Policy approved by Council.


	18 October 2006


	Performance and Risk
	Completed

	

	Ensure that all council policies meet statutory as well as local requirements, and that these requirements are addressed by individual Services.
	Develop a screening process and analysis tool for all policies, strategies and functions.
	August 2006


	Performance and Risk
	Process development Completed and implemented.

	
	Screening process piloted.


	November 2006


	Performance and Risk
	Pilot Completed and process implemented.

	
	Screening of frontline services rolled out.

	November 2006


	Performance and Risk / @ your service team / Equality Group
	Customer Access review programme commenced and continuing for all existing policies, strategies and functions.  



	
	Services conduct initial screening of all their Policies, Strategies and Functions, highlighting any areas of concern, and signing off everything that meets Equality Standards. 


	December 2006 to March 2009
	Individual Services / Performance and Risk / Equality Group
	Programme commenced. 

Following the Audit Commission’s review of DDC’s Access to Services in July 2007, the content and process of reviews has been changed to provide more in-depth analysis of services and policies. The programme is taking longer than originally planned and the time table has been adjusted.
Impact Assessment Process rebranded as Customer Access Review (CARs), to ensure that all six strands of equality are fully considered as well community co-hesion and human rights. Equality Group undertook training 22.01.08. and this was rolled out to other staff throughout 2008/9.


	
	Develop action plans to address issues of concern.
	December 2006 to December 2007 then on-going
	Individual Services / Performance and Risk / Equality Group

	An integral part of the CAR review programme is the production of a meaningful action plan, which the CAR’s owner is responsible for taking forward.
Action plans are logged on to a Corporate Action Plan.  The CAR owner and the Equality group are responsible for monitoring implementation.
Actions are carried over in to service plans where possible.

 

	
	In depth Review of any policies, strategies and functions, where initial Review shows clear discrimination.


	As necessary
	Individual Services / Performance and Risk / Equality Group

	This is built in to the CAR process. Action plans show what is being done to address areas of concern.

	
	Publish list of completed Customer Access Reviews identifying key risks and mitigating actions.
	September 2006 then on-going
	Individual Services / Performance and Risk / Equality Group

	Following the Access to Services review, Impact Assessments already carried out were reviewed again under the new more comprehensive  CAR guidelines. 
High and medium priority CARS have been published on the website.


	

	Incorporation of Equality Scheme considerations within corporate service planning, service procedures and all decision making.


	Embed this objective into working practices.

.
	On-going from August 2006
	Performance and Risk / Individual Service Heads/ Equality Group

	No new Policies, strategies, functions or projects are accepted by management team without a CAR having been conducted.
Members also fully support this process and do ask for information about CARs when appropriate.



	
	Corporate and Service plans include specific and meaningful equality objectives.
	On-going from August 2006
	Performance and Risk / Individual Service Heads/ Equality Group

	CAR actions are also shown in service plans.


	


	3. Implementation

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	To implement Equality Scheme.
	Scheme published on the Internet
	As required by law.

	Performance and Risk / Equality Group
	Equality scheme published.  Scheme for 2009-12 adopted and published.


	
	Scheme publicised to staff, members and the community.


	December 2006
	Equality Group
	Published on internet and hard copies sent out to partners.

	

	Incorporate Equality Awareness and considerations in to procurement strategy and Council Contracts, in particular ensuring inclusivity.


	Change the wording in standard contracts to incorporate equalities.


	October 2006.

On Going through to 2009


	Procurement

Procurement
	The procurement section work with other Kent authorities through the Kent Buying consortium, and through the Kent Equality Network to make sure that our contractors work within our Equality standards.

Kent wide equality in procurement events are planned for May 2009.



	
	Develop a contractor / supplier guidance document.
	November 2006
	Procurement / Performance and Risk / Legal

	Completed and being reviewed in line with Kent best practice.

	
	Notify suppliers of their responsibilities, and draw their attention to procurement guidance.


	November 2006.


	Procurement
	Completed.
A new process being developed in line with Kent Buying consortium and will continue in the 2009-12 scheme


	To provide information in accessible format 
	Ensure through training and consultation, that staff are aware of procedures to accommodate people with varying accessibility needs.
	Ongoing and reinforced by training from November 2006

	Customer Services / Equality Group / Human Resources
	Frontline staff trained and have training refreshed on a regular basis.
Corporate procedures being developed through Customer Access Channels CAR.

	

	Maintaining a pro-active approach
	Develop existing user groups and identify barriers to accessing Council services. Form new user groups within services where none exist. 


	December 2006


	All Services
	Consultation processes to be developed through actions in the 2009-12 scheme, and through the work of the Equality Group 

	
	@ your service team start collecting data from customers. Ensure that all service areas are aware of consultation possibilities available to them and the work going on through the @ your service team.


	December 2006
	All Staff
	As above, this will form part of the revised communication and consultation processes. 

	
	Web page constructed for equality issues.


	Completed with on-going updates.


	Performance and Risk / Equality Group
	The Equality and Access to services web pages have been set up and are updated on a weekly basis.


	
	The Council maintains a proactive approach to Equality and diversity


	On-going
	Performance and Risk / @ your service team / Community Support / Equality Group
	The Equalities Group are driving the equality agenda forward.
The work of the Equality Group was seen as an example of best practice during the Equality Standard assessment, when DDC was judged to be at and achieving level.


	
	Report and share feedback from website 


	On-going from December 2006.
	Performance and Risk Team.
	A new content management system has enabled the Equality Officer to update the website as often as necessary.
Any email comments are shared as soon as received.



	
	Staff workshops held.
	Starting in July 2007
	@ your service  
	Staff forums always include an equality section. 


	


	4. Monitoring

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	Decide on monitoring group make up and procedures.


	Make sure that all service areas are represented on equality group.


	June 2007.
	CMT / Equality Group
	The work of the Equality Group was seen as an example of best practice during the Equality Standard assessment, when DDC was judged to be at and achieving level.



	

	Monitoring Implementation of scheme.

	Collect Baseline data and set measurable and realistic targets through Service Planning process.


	December 2007
	Individual Service Areas / Performance and Risk / 
Equality Group
	Equality actions also reflected in service plans.

	

	Monitor the running of the Scheme.
	Quarterly monitoring of targets through development of monitoring team and through existing Performance Monitoring meetings. Report on, and analyse statistical information. Address any adverse trends and issues that may become apparent.


	December 2006 then quarterly.


	Equality Group / Individual Service Areas / Performance and Risk
	Quarterly review processes are well established.

	
	Review of scheme outcomes.


	January 2007 then quarterly


	Equality Group / Individual Service Areas / Performance and Risk
	Scheme outcomes reported through this report. 

	
	Review the scheme every year and develop new scheme for March 2009 to March 2012.

	Annual review March 2008. Full review at the end of 2009.


	Equality Group/ Individual Service Areas / Performance and Risk
	New scheme developed in conjunction with community and voluntary groups. The scheme was adopted by council on 6th March and publish by 31st March 2009.

Lessons learnt from working with this scheme were built on and helped make the new one more meaningful to residents and customers.

 

	

	Continue to comply with all appropriate legislative requirements relating to building accessibility in respect of all Council property.


	Continue existing programme of maintenance for all Council buildings

.
	On-going 


	Property Services
	Programme of maintenance continues through the Property Service division.

	
	Report on progress for monitoring purposes
	Via Quarterly BVPI for DDA
	Property Services
	Programme of maintenance continues through the Property Service division.

	

	Risk based monitoring of service delivery actions, procedures and decision making, including Partners and Contractors.
	Review Customer Access Reviews including key risks, to identify high impact areas for follow up examination.
	From October 2006


	Performance and Risk / Equality Group
	Customer Access Review process well established.  Risks incorporated in to action plans where necessary.

	
	Send out questionnaires to all suppliers where spend is over £50k, and 10% of suppliers under £50K. 


	December 2007
	Procurement
	This continues and is being reviewed in line with the other procurement functions as described in section 3.



	Ensure e-government programme is continued within the organisation where appropriate.
	Continue to monitor and report progress quarterly 
	Ongoing
	IT / Performance and Risk
	E government objectives now embedded.

	

	Publish results of action plans annually.


	Equality scheme action plan reviewed and results published.
	March 2008
	Performance and Risk Team, Equalities Monitoring Group.


	This document constitutes review.

	

	Monitor Complaints from the public and employees for equality relevance.


	Complaints register shows that any discrimination related complaints have been dealt with in the most appropriate way, and that lessons learned are shared with others.


	March 2007.
	Performance and risk team.
	No discrimination complaints received as a t 31st March 2009.

Discrimination and hate crime monitoring processes have been implemented.


	

	Monitor employees leaving the Council.


	Any Equality issues are dealt with appropriately.
	December 2006.


	Human Resources.
	All leavers now offered an exit interview which includes equality issues.

	

	Ensure that, where applicable, documents include collection of ethnicity, disability and gender data.


	Surveys to ask appropriate questions concerning equality to allow good analysis of respondents, and services to be targeted appropriately.


	January 2007.


	Equality Group / Performance and risk team.


	Surveys are  routed through performance and risk and appropriate equality  and diversity questions incorporated into all new surveys.
Revised communication and consultation procedures will ensure appropriate questions are asked and that surveys are co-ordinated.

	
	Each department to review its documentation.


	August 2007


	Equality Group / Performance and risk team.


	This has been done as part of the CAR process

	

	Continue recording incidents within the community.


	BVPI 174 and BVPI 175 results
	On-going


	Community Safety Team
	Processes have been developed for staff to report incidents of discrimination for all strands of Equality.
Equality web page includes processes for reporting incidents both internally and externally.



	
	Continued work with the Racial Incident Reporting Line, which is a Kent wide partnership.


	On-going
	Community Safety Team.
	This work continues in to the next scheme.


	
	Establish common monitoring system to capture and act on data on all against minority and diverse groups.


	April 2007
	Community Safety Team
	This work continues in to the next scheme.



	
	Build confidence among victims of discriminatory crime, enabling them to report incidents. Provide victims with support and work with perpetrators to reduce repeat offences.


	April 2008
	Anti-social behaviour unit
	Community safety unit continue to work with and support victims of crime.

	

	Continue work with new housing computer system to provide relevant equality data.


	Enhanced understanding of Housing computer system to provide better understanding of the community and of tenants.


	December 2007.


	Housing.


	Actions developed following housing review in March 2008 and continue in to the next scheme.

	
	More use made of minority group data.


	December 2007.
	Housing.
	As above.

	

	Continue working towards a higher level of achievement in BVPI 164

(Good practice standards for social landlords).


	Action plan developed by housing department.


	December 2007
	Housing Department
	This indicator was dropped by the dept of communities as a national BVPI. 

DDC are continuing to monitor as a local indicator..

	
	All Action implemented.
	December 2007.
	Housing Department
	

	

	Equality continues to be included within all contracts and commissioning agreements where it is a core requirement of delivering the service.
	All contracts and commissioning agreements where equality is a core requirement in delivering the service includes specific details of how the service will be delivered, in a way which ensures equality and which meets the needs of service users.
	On-going
	Procurement
	Procedures in place through Procurement processes and continue to be developed in to the next scheme.

	

	Ensure that contractors and people acting on behalf of the council make their staff aware of Equality Scheme obligations, and the standards expected of them.


	Everyone acting on behalf of the Council treats people with courtesy and respect.
	On-going
	Procurement
	Already in place.  To be monitored by Equality Group.  Forms part of the culture of this Council.

	

	Meet all Equality Targets and set new ones for the next three year scheme.
	Demonstrate marked improvements in equality work and can share best practice with other organisations, through the achievement of a higher level of Equality Standard for local Government.


	April 2009
	Performance and Risk
	The Council attained  “Achieving” (formerly level 3) of the Equality Standard for Local Government in March 2009.

	
	Outcomes of this scheme reviewed and published
	April 2009
	Equaliy Group / Performance and Risk
	This report

	
	New three year scheme developed
	April 2009
	Equaliy Group / Performance and Risk 
	New scheme adopted and published in March 2009.


	5. Employment Responsibilities

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	

	Staff guidelines produced on specific needs of people across Dover District


	Compilation of information available within the Council on customer care and service needs. 


	August 2007
	@ your service / Performance and Risk
	Customer care standards produced and published.

	
	Review and up date staff handbook.  


	August 2007
	Equality Group / Performance and Risk / Human Resources
	New Equality and Diversity Guidance available to all staff through the intranet and through staff forums.

	
	Ensure the staff handbook includes the social model of disability. Also promote this throughout DDC.


	October 2006


	Equality Group / Performance and Risk / Human Resources
	Revised staff handbook still under development but the Social model of disability is promoted as part of the new Equality Scheme and details are available on the intranet.

	
	Develop guidance manuals for frontline staff. 


	August 2007
	@ your service / Performance and Risk / Equality Group
	Guidance developed for frontline staff and is available through the intranet. 

	
	Publicise guidance and availability of information.


	August 2007
	@ your service / Performance and Risk / Equality Group
	As above. 

	
	Ensure contact and advice details are well publicised.


	August 2007
	@ your service / Performance and Risk / Equality Group
	As above.

	

	Ensure that employment policies positively promote equality.


	Survey staff (via Ipsos MORI).


	August 2007
	Human Resources
	MORI held Focus groups at the start of scheme development
Further staff surveys were carried out in 2008 and the results reported to management team at the end of the year. An action plan is under development as part of the change management process.


	
	Examine the possibility of forming a staff consultation group.
	December 2007
	Human Resources
	Equalities group has been set up in a way which includes staff issues and mentoring.


	
	Review flexible working policy including part-time working and job share practice to Identify the barriers to part time working and job share opportunities with a view to removing such barriers wherever possible.


	On-going till 2009.
	Human Resources / Equality Group

	Flexible working reviewed as part of a CAR and an action plan developed. 

	
	Carry out an equal pay audit if a review deems it necessary and implement remedial measures as appropriate.


	December 2008
	Human Resources
	Job evaluation undertaken during 2008/9. Equal pay audit was part of this process.

	
	Development of equal pay action plan and implementation.
	March 2009
	Human Resources
	Job evaluation undertaken during 2008/9. Equal pay audit was part of this process.

	
	Review arrangements for providing support and information to carers so that employees who have caring responsibilities feel there is an improvement in the support and advice they receive from the Council.


	March 2009
	Human Resources
	Support for carers incorporated in to HR     CARs and actions developed.

	
	Review and implement the harassment and bullying policy and procedure. 

Provide training to ensure that the elements of the harassment and bullying policy relating to diversity are fully considered. 

Employees and managers to be aware of their responsibilities and how to deal with incidents causing minimal stress.
	December 2007
	Human Resources / Equality Group
	This forms part of the total review of HR policies and procedures which continues in to the 2009/12 scheme.

	

	Quarterly employment monitoring
	Analyse, report and act on statistical information. Address any adverse trends and issues that may become apparent.
	Quarterly / Annual assessment and reporting
	Human Resources
	This continues in to the next scheme.

	

	Recruitment practices
	Customer Access Review of recruitment procedures.
	October 2006


	
	This forms part of the total review of HR policies and procedures which continues in to the 2009/12 scheme.

	
	Review approaches that actively encourage people from diverse groups to apply for jobs within the council.


	December 2006
	
	Under constant review and development to ensure complete inclusivity.

	
	Improve information available on gender of job applicants.
	March 2009
	Human Resources
	Monitoring of  jobs and applicants by gender, especially those positions previously considered as “traditional” male/female roles in on-going and continues into the life of the next scheme.
The information provided is used to inform the recruitment process.



	

	Ensure workforce profile remains in line or above the district profile.


	Workforce profile shows good mix of ethnic minority representation.
	August 2007
	Human Resources


	This is still not completely representative of the local community.

The staff survey was intended to ensure ethnicity data is accurate, but the response rate was disappointing.

Further monitoring work will be carried out through the next equality scheme and comparisons done against the community profile.



	


	6. Training

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	Training
	Human Resources to Source appropriate and effective training, to promote equality and diversity in Service Delivery.
	November 2006.


	Human Resources
	Basic Equality and diversity programme of training completed.
Equality group trained in how to assess policies, strategies and functions.

Further in depth training is planned and forms part of the next Equality Scheme.



	
	Ensure members are offered equality and diversity training.


	December 2006.
	Democratic Services
	Training provided to Members on 23rd January 2008.
Further member training forms part of the next Equality Scheme.



	
	All staff attend equality and diversity awareness training.


	March 2007.
	
	Training programme completed. 
New staff to be included as recruited.

	
	Training for Employees and Managers on how to deal with harassment appropriately and with minimal distress.
	December 2007
	Human Resources
	Part of the on-line Ivysoft training that is available to all staff.

	

	Incorporate the requirements the Equality Scheme into current training programmes 
	Ensure trainers (external and internal) include Equality Awareness as part of their training, and also ensure that staff have a good understanding of how equality impacts on all aspects of service delivery.


	As appropriate provide as part of any training following the specific and targeted training – January 2007


	Human Resources
	Being included.

	
	Ensure staff are aware of their own responsibilities.
	As appropriate starting in January 2007


	Human Resources
	Staff information being given through a wide variety platforms and regular updates through staff forums.

	
	Develop an evaluation system.


	January 2007
	Human Resources
	Post training surveys now include equality and diversity issues.


	


	7. Access to our services

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Position at 31.03.09



	Consultation
	DDC @ Your service team to work with Community Support Team to contact a wide range of diverse groups, with a view to on-going consultation.


	December 2007 then on-going
	@ Your Service / Community Support / Performance And Risk. 
	A member of the Customer Services Team attends committee meetings of the Dover Disability Forum.
Range of groups being expanded and consultation work continues with the help of  CASE Kent.
New consultation and communication plans being developed in conjunction with the 2009-12 scheme.



	

	Further Develop user consultation groups at Service level to include customers from minorities. 
	Develop Service user groups and identify barriers to accessing Council services
	October 2006 and build on from Ipsos MORI work
	@ Your Service / Community Support / Performance And Risk / Equality Group.
	New consultation and communication plans being developed in conjunction with the 2009-12 scheme. Proposals going to management team in May 2009.


	
	Designate Customer Services champion to liaise with minority groups, attend meetings and co-ordinate responses to queries.

 
	June 2007
	@ Your Service 
	The customer services manager liaises with relevant groups and feedsback to the customer services team.
The Community Support team work with all community and voluntary groups in the district.

	
	Form new user groups within services where none exist. (If relevant)
	December 2006


	@ Your Service / Individual Services Performance And Risk.
	Work commenced. A Corporate approach is being implemented and further details is given in the next scheme.

	
	Report, share and act on consultation findings, via all available methods.


	On-going from December 2006.
	@ Your Service / Community Support / Performance And Risk / Equality Group.
	A Corporate approach is being implemented and further details is given in the next scheme.

	

	Continue to monitor progress towards full Customer Involvement, through performance indicators. Develop new targets where applicable.
	Performance results.
	On going 


	Performance And Risk / individual services.
	Equality monitoring being expanded through the next scheme and a corporate approach is being developed.

	
	
	
	
	

	To achieve level 3 of the Equality Standard for local government.
	Review of all services to highlight areas not complying. This should be achieved through the service planning and Customer Access Review quarterly review process.


	March 2009
	Performance and Risk
	Level 3 (now known as achieving) attained in March 2009.

	
	
	
	
	

	Continue to liaise with hard to reach groups throughout the district.


	Community Liaison officer continues to work with ethnic groups across the district and with partner organisations.


	On-going
	Community Safety Team.
	This work is continuing.

	
	
	
	
	

	Continue to work with the Kent Benefits Partnership to maximise benefit take-up by ethnic minorities.


	More ethnic minorities apply for benefit entitlements. Increased awareness of entitlements.
	On-going.
	Revenues and benefits.
	On-going.

	
	
	
	
	

	Provide translations of all relevant documents.


	Source a good value translation service to be used on a council-wide basis. Produce staff guidelines.


	March 2007.
	Performance and Risk. Customer Services.
	Partnership working with EU migrant helpline, who provide a translation and interpretation service.

	
	
	
	
	

	Continue to review council’s web pages for potential barriers.


	DDC’s web site is accessible to all residents, irrespective of their ethnicity. 

.


	December 2006.

.
	@ Your service team / Performance and Risk.

	CAR of the website highlighted no particular issues for language.
Accessibility is being constantly monitored and DDC maintains its W3C ranking.

	
	Any potentially offensive content is removed
	January 2007
	IT.  Equalities working group
	On-going.

	
	
	
	
	

	Continue to develop equality web pages.
	Equality web page is reviewed and updated weekly.
	November 2006.
	Performance and Risk. IT.


	On-going weekly. 
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