Understanding the Equality Framework
The Equality standard is the overall framework setting up a way of working within LA’s which will make mainstreaming equalities into service delivery and employment an issue for all aspects of the council’s work. It uses 5 levels to build up a comprehensive and systematic approach to cover policy-making, service delivery and employment.

The standard will:

· Provide a systematic framework for the mainstreaming of equalities;

· Help LA’s to meet their obligations under the law;

· Integrate equalities policies and objectives with Best Value;

· Encourage the development of anti-discrimination practice appropriate to local circumstances;

· Provide a basis for tackling forms of institutionalised discrimination;

· Provide a framework for improving performance, over time.

The standard builds on the principles of Quality, Leadership and Community Involvement. The authorities are assessed on the following levels;

· Level 1: Commitment to a Comprehensive Equality Policy

· Level 2: Assessment and Consultation

· Level 3: Setting equality objectives and targets

· Level 4: Information systems and monitoring against targets

· Level 5: Achieving and reviewing outcomes 

The standard is measured as a national BVPI under Corporate Health. BV2a deals with the Equality Standard for Local Government and BV2b deals with the Duty to Promote Race Equality. Both use measures already set out in the Standard guidance (the 5 levels and the 19 questions).

Level 1 – Commitment to a Comprehensive Equality Policy

Level 1 requires the authority to have a Comprehensive Equality Policy and a Corporate Equality Plan (CEP) in place and these documents are fundamental to achieving Level 1. 

The Comprehensive Equality Policy should at least contain:

· Clear equality objectives

· Explicit recognition of all current statutory equality duties and a commitment to meet them

· Commitment to improve equality practice with regard, at least, to disability, gender, age and race and both corporate and departmental level 

· Earmarking of specific resources for improving equality practice

· Commitment to provide services fairly to all sections of the community

· Commitment to identify groups within the community whose needs/requirements are less well met by council services than those of other groups

· Commitment to community and workforce profiling

· Commitment to monitor service delivery and usage

· Commitment to equality action planning and equality target setting within all department and service areas

· Clear lines of responsibility for undertaking the actions set out in the policy

· Commitment to systematic consultation

· Commitment to a fair recruitment, fair employment and equal pay policy

· Commitment to monitor recruitment, promotion, training opportunities and take up, pay, grievances and exit from employment

· Commitment to monitor progress and revise targets in all areas of action

· Self assessment, audit and scrutiny using national and locally developed performance indicators

The CEP should contain the three main elements of consultation and scrutiny, equal access to service and equal employment and pay, all of which have to be regularly monitored. 

The Corporate Equality Plan (CEP) should translate the intentions of the authority, as expressed in the Comprehensive Equality Policy, into a detailed plan that will:

· Motivate councillors, staff and the local community

· Provide the direction for policy initiatives

· Provide leadership and accountability

· Co-ordinate the activities of individuals and departments

· Provide a structure for monitoring and overseeing the implementation of equalities

· Develop self assessment and audit procedures

It should provide:

· A timetable for impact and needs/requirements assessments

· An overview of setting equality objectives, targets and action plans

· A timetable for moving through levels

· Oversight of target review process

· The corporate equality review/assessment as part of a regular cycle for equality planning

· A clear system of accountability for the implementation of the plan

· Self assessment frameworks for departments/service areas 

· The CEP should either include the Race Equality Scheme (RES) or set out in detail how it links with the Scheme. If it includes the RES, the latter must be readily identifiable, distinct and amenable to external inspection.

The consultation and scrutiny element of the CEP should deal with:

· Scrutiny by equality stakeholders

· Equality self assessment audit

· Specify formats and intervals for monitoring

· Define resources required for consultation including provision of information in accessible formats, availability of interpreters etc.

It should:

· Identify designated community, staff and stakeholder groups

· Outline forms of consultation; group meetings, use of panels

· Provide information on the production and distribution of the CEP

· Report and publicise the results of consultation

· Indicate how consultation findings will be used

· Receive monitoring reports for review by designated consultation and scrutiny groups

· Develop self assessment guidelines/frameworks for departments/service areas

· Develop corporate equality self assessment and audit procedures

· Set up a self assessment and audit steering group

The Access to Services element of the CEP should be developed in conjunction with departments/service areas and include:

· Conduct of impact, needs and requirements assessments at department/service area level

· Service delivery consultation to review functions, service delivery and priorities

· Defining and setting equality objectives

· Action planning; setting equal service objectives and targets

· Assessment of required resources

· Setting up service monitoring and reporting systems

· Setting equality criteria for external contractors

· Setting equality criteria for partnerships (where appropriate)

The Equal Employment and Pay element of the CEP should be developed in conjunction with the department(s) responsible for employment and pay and include:

· A Local Labour Market Area Assessment

· An Equal Pay review

· A Fair Employment policy

· Action planning; setting equal employment objectives and targets

· Setting up employment and pay monitoring and reporting systems

· Setting equality criteria for external contractors

· Planning for impact assessments

An officer (corporate planning) group should be set up in order to achieve the monitoring and challenge function. Requirements of the group are:

· Representation from each department

· Primary responsibility for consultation and scrutiny

· Co-ordinate self assessment and audit processes

· Provide leadership in the development of corporate-wide policy and practice

· Direct reporting line to the Chief Executive

· Should be supported by elected members

· Tasks should be clearly defined, allocated and completed

A steering group should also be established to bring together departmental interests and experience in equality management, self-assessment and auditing. The role of the steering group will be to manage the self-assessment and audit process and ensure that there is accountability and effective consultation.

The steering group will be most effective in providing a useful and accurate outcome if it can bring together people with an understanding and awareness of equalities issues, self assessment and auditing and research skills. The steering group should have a clear corporate role and should not be identified too closely with a particular department. The steering group should be clearly linked to the corporate and departmental decision-making process to ensure that the audit can be managed effectively. The steering group will:

· Agree the framework for self assessment audit within the authority

· Oversee the self assessment and audit process

· Be responsible for reporting on the progress of self assessment and audit

· Report on the outcome of self assessment and audit

The composition of the steering group will depend on the skills available and the management set up within each different authority. Efforts should be made to ensure representation on the group from men and women from local minority ethnic groups and people with disabilities. It is possible for external representatives to be appointed to the group.

The self assessment process is aided by checklists appended to the Part 1 guidance document. Authorities are free to add or delete checklist questions although this must be accompanied by a statement justifying the amendment.

Level 2 – Assessment and Consultation

Performance Management is a key issue when implementing the Standard. Part 2 of the Guidance offers some advice as to how to integrate the processes and systems required by the standard into existing performance management frameworks with two overarching principles:

· If you are bringing the Equality Standard into a corporate framework for Performance Management and business planning, you should ensure that all processes required by the Standard can be fulfilled by the corporate system.

· In developing the Standard as part of a wider system for performance management it will still be necessary to maintain separate structures for self assessment on equality to meet the requirements of BV2.

An Impact/Needs/Requirement Assessment (INRA) provides the basic information that a service management team requires to set the first round of equality objectives for a service area. Unlike an impact assessment which looks at only the impact of changes in policy or practice, it involves an initial collection of information to look at the impact of current policy; an assessment of needs an requirements associated with the service which then helps with the formulation of equality objectives. 

Once an initial round of equality objectives has been set through the IRNA, it should not be necessary to conduct further routine INRA’s because the monitoring and assessment process will continuously measure impact. Monitoring will involve the continuous process of measuring whether existing functions are delivered, or existing policies applied, in a way that adversely affects customers on the basis if race, gender or disability. Needs and requirements can be assessed through ongoing consultation or other data collection processes. However, INRA’s may still be conducted if a change of function, policy or procedure is introduced.

The Standard and the Race Equality Scheme (RES)

The Race Equality Scheme is a statutory duty, the Standard is a voluntary process and thereby must reflect the principles within the authority’s own RES.

Guidance from the Commission for Racial Equality states that public bodies should assess the impact on the general duty to promote race equality of any new policies as well as any changes to existing policies. Impact assessments will be one off, ad hoc exercises, as and when policy changes are proposed.

The Equality Standard approaches this in a slightly different way, requiring an impact/requirement/needs assessment (INRA), as identified above. The RES can however be delivered through the processes put in place via the Standard.

The Standard & Integrated Policy Making

There is a strong tendency for local authorities to deal with social inclusion, equality and community cohesion through separate initiatives which often leads to separate units, departments and lead officers working in a disconnected way on what are inter-related areas. 

An INRA can be developed which will look at these areas holistically as a way of bringing the strands together under the broader Equalities banner. This would generate objectives to serve the all of these policy requirements that can be monitored and reviewed through the self assessment process.
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