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Foreword

We are pleased to present to you the Highland Council’s draft Single Equality Scheme. The new Equality Act 2010 received Royal Assent on 8th April 2010 and it will introduce a new single and extended public sector duty in 2011.  This scheme brings together our previous three schemes for race, equality and gender and is published as a draft for consultation in preparation for the new duty.  It marks the beginning of our approach to show how we gather information and involve stakeholders with regard to the new strands in order to identify priorities for action. 
The Highland Council is the largest employer and provider of services in the area; we are committed to ensuring fair and equal access to employment and Council services and to tackling prejudice and discrimination. We want to ensure that equality is central to the aims of the Highland Council, which are to:

· Make the Highlands one of Europe’s leading regions;

· Create Sustainable communities with more balanced population growth and economic development across the Highlands; and

· Build a fairer and healthier Highlands

Equality is not about treating everyone the same. It’s about making sure, as far as possible, that everyone has the same opportunities. Sometimes that means we need to provide services differently for different people.  While real progress has been made in recent years, we recognise that more needs to be done. Certain parts of our communities face persistent inequalities and are more likely to live in poverty, be out of work, experience prejudice and discrimination, face barriers in access to services or employment, and are less likely to be represented in public life. 

To finalise this single scheme for April 2011 we will review our equality and diversity work to identify priorities so we can best focus our efforts to make positive changes for our communities and our employees. In line with the single equality Act it takes a simpler, more strategic and outcome-focused approach to our equality work, 

The practical steps we are taking are set out in an Action Plan. We will aim to assess our policies, practices and guidance to make sure they don’t discriminate against anyone.  We will monitor progress every 6 months to ensure they actions continue to be relevant and focused on key priorities. 

Increasingly, we work with our Community Planning Partners to take forward initiatives that benefit communities and deliver services effectively.  In partnership we will also seek to address barriers that prevent people from participating and contributing fully in the communities where they live and work.
We value the experiences and views that people have shared with us on equality and diversity issues and have sought to reflect these in this new Scheme.
Alistair Dodds




Sandy Park

Chief Executive




Convenor
	 1
	INTRODUCTION


	1.1
	“An equal society protects and promotes equal, real freedom and substantive opportunity to live in the ways people value and would choose, so that everyone can flourish. An equal society recognises people’s different needs, situations and goals and removes the barriers that limit what people can do and can be.”

UK Equalities Review 2007



	1.2
	The Highlands of Scotland has a growing and increasingly diverse population.  We serve communities and work in a geography that are also diverse in their nature.  It is an area rich in cultural heritage which attracts tourists from across the globe.  There is a strong voluntary sector that supports groups with a focus on equality and diversity issues and connects with the public service agencies.


	1.3
	Like other listed public bodies, the Council is subject to equality duties that include a requirement to prepare and publish race
, disability
 and gender
 equality schemes.  


	1.4
	This draft Single Equality Scheme replaces the Highland Council’s previous three separate race, disability and gender equality schemes.  It anticipates the enforcement of the Equality Act 2010 and is developed as a working draft in preparation for a single equality duty which comes into force in April 2011 with associated guidance.  The scheme will be developed further once guidance is published and consulted on during the interim period and it will cover the full range of protected characteristics described in section 2.4.


	1.5
	The scheme reflects the practical steps the Council already takes to remove barriers and improve access to services and employment.  It brings together the work of individual services; examples of current activities are in Appendix 2.  The scheme is accompanied by a revised action plan in Appendix 4.  The action plan rolls forward relevant actions from the previous three schemes and starts to incorporate the extended duty to cover all the protected characteristics.


	1.6
	The Council has five key equality objectives, based on information gathered in the lifespan of the three individual schemes and from stakeholder involvement.  These are to :

· Deliver accessible services and to treat customers fairly and with dignity and respect
· Ensure that our employment practices and policies are fair and accessible

· Increase engagement, involvement and representation of equality groups

· Create a culture in the Council that promotes equality, and demonstrates that discrimination and harassment on equality grounds will not be tolerated
· Demonstrate the continued progress of the Council to meet its public sector duties.
To achieve this we need to ensure that services make a positive impact on the lives of equalities groups, that people have a say in the decisions that affect them, and that this is measured by increased customer satisfaction and confidence in services.   



	1.7
	While the public sector duties are an important driver, the Council is committed to tackling and challenging discrimination and prejudice and to going beyond our legislative duties.  We wish to remove barriers to opportunities in employment, participation, and access to services, and to demonstrate that we value and embrace diversity in our communities.  We want to be an employer of choice, attracting a diverse workforce, where staff can achieve their potential.  We also want to protect those in our communities who are most vulnerable to discrimination, prejudice and harassment and allow them to lead fulfilling lives free from disadvantage.


	2
	BACKGROUND AND LEGAL CONTEXT


	2.1
	Despite over 30 year of equality legislation and some significant progress, some groups of people still face significant levels of inequality, discrimination and harassment and do not enjoy the same life opportunities as everybody else. For example, in the UK, we know that:

· Women are on average paid around 22 per cent less than men.

· In 2007 people aged 65 and over outnumbered children for the first time.

· More than six out of ten lesbian and gay schoolchildren experience homophobic bullying.

· Only 50% of disabled people of working age are in work compared with 80% of non-disabled people.

· Only 59% of ethnic minorities are employed, compared with 73% of the general popuulation.

· Only 29% of Muslim women are economically active.

· 62% of transgender people experienced harassment  in public places

· Gypsies’ / Travellers’ life expectancy is 10 years below the national average.



	2.2
	Key Equalities legislation: Equalities legislation has undergone significant changes with the introduction of new proactive duties in the areas of gender, race and disability on the public sector since the turn of the century, and the extension of protection from discrimination to cover sexual orientation, religion or belief and age.  Following the UK Equalities Review in 2007, it has developed further with the passing of the new single Equality Act.  The key current equalities legislation, including a full list of the public sector duties, is listed In Appendix 1.


	2.3
	The General and Specific Duties

The current duties on the public sector have two main components: the general duty and the specific duties. These vary for race, disability and gender but they share a common aim for public services to mainstream equality to ensure that all individuals are able to benefit equally from public services. Where differences between the duties exist public bodies must take account of these.

Until a new single equality duty comes into force in 2011, public bodies must continue to meet their legal obligations under the race, disability and gender duties.  In summary, these are to pay due regard in all their work to:

· Promote equality  of opportunity

· Eliminate unlawful discrimination

· Promote good relations

· Eliminate harassment

· Promote positive attitudes towards disabled people;
· Encourage participation of disabled people in public life; and

· Take steps to meet the needs of disabled people.

The specific duties are the steps that public bodies have to take to help them to meet the general duties. This included publishing schemes which show how they will:

· Gather information on how their work affects different racial groups, disabled people and men and women, including trans men and women.

· Consult employees, service users, trade unions and other stakeholders, and involve disabled people.

· Train staff in connection with the duties

· Assess the impact of policies and practices and publish the results.

· In the light of this evidence decide what the priorities for taking action should be.

· Demonstrate the steps that will deliver the best outcomes in race, disability and gender equality in an action plan.

· Prepare an equal pay policy statement, and report on this every three years
In addition, there are specific duties to report annually on progress, and to review schemes every three years; to monitor employees by ethnicity; and specific duties on Education Authorities;.  



	2.4
	The Equality Act 2010:

The new Equality Act 2010 received Royal Assent on 8th April 2010.  Appendix 1 summarises the key elements. The Act brings together and harmonises the laws referred to above and aims to make understanding the law simpler.  It has been drawn up to tackle inequality and prevent discrimination against people who have what is called a protected characteristic, these are:  
· age
· disability 

· race 

· sex 

· pregnancy and maternity 

· gender reassignment 

· marriage or civil partnership status 

· religion or belief 

· sexual orientation.
Everyone has several of these protected characteristics; this means everyone is protected by the Equality Act. In April 2011, the Act will introduce a new single public sector duty which will require public bodies to:

· eliminate unlawful conduct

· advance equality of opportunity

· foster good relations across all protected characteristics 
Scottish specific duties and associated guidance will be published by the Equality and Human Rights Commission, to assist with the delivery of the general equality duty.  The final version of this Single Equality Scheme will be drawn up in accordance with the statutory and non-statutory guidance to accompany the duty.
The Equality Act will also introduce a new separate socio-economic duty on key public bodies to consider, in all the strategic decisions they make, how they will tackle the disadvantage some people face because of socio-economic disadvantage.  This new duty recognised that inequality and disadvantage are not only associated with issues such as gender, age, disability or ethnicity. Overarching and interwoven with these is the persistent inequality that results from someone’s family background or where they were born.  


	2.5
	Enforcement



	2.6
	The Equality and Human Rights Commission (EHRC) is a non-departmental public body established under the Equality Act 2006 – accountable for its public funds, but independent of government. The Commission champions equality and human rights for all, working to eliminate discrimination, reduce inequality, protect human rights and to build good relations, ensuring that everyone has a fair chance to participate in society. The new Commission brings together the work of the three previous equality commissions and also takes on responsibility for the other aspects of equality: age, sexual orientation and religion or belief, as well as human rights.  

The Commission also has significant powers to enforce the equalities duties of organisations and authorities, including, ultimately, launching official inquiries and formal investigations. If a public authority does not comply with its duties, its actions, or failure to act, can be subject to legal challenge. The EHRC has powers of enforcement over a public authority and can take action for non compliance. It has the power to audit and inspect where it believes non compliance has occurred.


	3
	THE HIGHLAND CONTEXT


	3.1
	Highland is the largest local authority area in Scotland, comprising one-third of the total area of Scotland in a land area of 26,484 km2.  The population has grown over the past 10 years by 4.3%, at a higher rate than for Scotland as a whole, and is estimated to be 219, 400 with over 108, 000 households
.  Around half the population live in the inner Moray Firth area, the rest are in remote small towns and remote rural areas and many areas are sparsely populated.  Most population growth is due to migration, with more people moving to the area than leaving, although growth is not spread evenly across the region.



	3.2
	The Highland Council is the largest employer in the area and provides a wide range of services which support and impact on all our communities ranging from refuse collection, education, community care, money advice, Council Tax and rates collection, to housing and many others.



	3.3
	The Highland Council Programme and Corporate Plan
The Administration of The Highland Council has produced a programme of action, Strengthening the Highlands
, which sets out its priorities between 2009 -11 for making the Highlands one of Europe's leading regions. The Administration aims to create sustainable communities with more balanced population growth and economic development across the Highlands and to build a fairer and healthier Highlands.  The Programme contains five main themes:
· What we will do for children and families 

· What we will do for communities and older people 

· What we will do for the economy
· What we will do for our environment
· What we will do to make Highland Council more effective and efficient 
The Council has produced a Corporate Plan
 to mirror the priorities of the Programme of The Highland Council 2009-2011, which sets out how the Council aims to ensure its performance is accountable.  Individual Service Plans detail the wide-ranging actions we are taking to implement the Corporate Plan.  



	3.4
	Single Outcome Agreement (SOA) and the Community Planning Partnership

The Single Outcome Agreement for the Highlands, was first launched in August 2008, and revised in July 2009.  The Highland SOA2 reflects the new relationship between the Scottish Government and Local Government and one that both levels of government are committed to developing. The Agreement is based upon the Concordat between the Scottish Government and COSLA. 

The SOA also provides the framework for community planning in the Highlands.  The Community Planning Partnership includes the Council, NHS Highland, Northern Constabulary, Highland Fire and Rescue Services, SNH, Highlands & Islands Enterprise and the Voluntary sector. The SOA2 has re-focused partnership efforts by agreeing 15 local outcomes and identifying which to give most priority to.  
The public agencies in the partnership share the same public sector duties and work together on a range of equality priorities, supported by the voluntary sector. This scheme will build on the outcomes in the SOA2, including a number of specific equality outcomes, to ensure all our communities are affected positively by the identified priorities.


	3.5
	Best Value and Equal Opportunities

The Local Government in Scotland Act 2003 placed a statutory duty of Best Value upon local authorities in the discharge of their functions. Best Value arrangements exist to secure continuous improvement in the performance of functions by public service organisations. A local authority which secures Best Value will be able to demonstrate equal opportunities arrangements
.

The outcome of a Best Value 2 audit carried out in Autumn 2009 will be presented to Council in June 2010. Any improvement actions for equalities will be incorporated into a final draft of the single equality scheme.


	3.6
	Equality Governance in Highland Council

The key political lead on equality and diversity issues in Highland Council is the Chair of the Resources Committee.
An Equality Working group supports corporate equalities work which includes representatives from each of the Council services.  The Assistant Chief Executive has recently taken over as chair of this group which will provides an opportunity to deal with equality issues in a more strategic way and to focus on improving performance on equality issues.  
To oversee the implementation of the equalities work regular updates are made to the Council’s Senior Management Team on policy options and performance reporting.  .  Recently the implementation of the schemes has been managed through quarterly reviews of service performance and scrutiny of targets and measures and this will include reporting on equalities targets in progress reports against the Corporate Plan.  .


	3.7
	Equality and Diversity: Partnership Working

A Community Planning Partnership Equality and Diversity Group was established in 2006 and Highland Council is actively involved with partners to promote equality of opportunity and diversity.  In addition to sharing good practice, the group has identified and evolved a number of key priorities for joint action which are based on feedback from community engagement and are regularly reviewed for progress and relevance.  These have included:

· The development and implementation of a partnership hate incident reporting system and campaign.

· Engagement and involvement of equality groups in the preparation of equality schemes.

· Identifying, gathering and analysing equalities data

· A partnership event to raise awareness of disability in the workplace and establish demand for a partnership approach to a disabled employee network.

Actions taken in partnership are intended to complement and add value to each partner’s work through efficient use of resources and delivering positive outcomes for equality groups.  Much of this is described further in other sections and the action plan.  
Other relevant areas of partnership work involving partner agencies include:
· “For Highland’s Children 3” (FHC3) will be the main driver for improvement in the delivery of integrated services and to inform and involve service users and will contain actions to improve services for Children related to equality. 
http://www.forhighlandschildren.org/htm/ics/ics-introduction.php
· Joint Community Care provision
· A multi-agency Gypsy/Traveller action plan
http://www.highland.gov.uk/NR/rdonlyres/CCA41F58-F777-4AAF-8457-77123DF03E7E/0/gypsytravellerplan2008.pdf
· A partnership Violence Against Women strategy http://www.highland.gov.uk/NR/rdonlyres/A83B770D-CFAC-4E42-86CC-85F2C9DB41F2/0/ViolenceAgainstWomenStrategy20082011.pdf


	3.8
	Understanding equalities in Highland


	3.9
	Summary of information data: 
Barriers associated with characteristics such as gender, race, disability or ill health and childhood experience perpetuate socio-economic inequalities, poverty and poorer health and be exacerbated by poorer access to services particularly in rural and remote areas.  In Highland, the settlement pattern means that the challenges of supporting people who are hard to reach can be exacerbated in that they can also be hard to find.


	3.10
	Age Population projections for Highland between 2008 – 2033 show:
· An increase in the birth rate is expected to result in a small increase in the numbers of children and young people in the 0-15 and 16-29 age groups;

· A 60% increase (13,200 people) is projected for the 65 to 74 age group; 
· There is likely to be a 120% increase (22,000 people) in the number of people aged over 75. One feature of this age group will be a disproportionate increase in the number of men as their life expectancy is increasing slightly relative to that of women.



	3.11
	Race

· According to the Census 2001 the minority ethnic population in Highland 0.8% of the total population compared to 2% nationally. 
· Recent population growth in Highland is due in part to in-migration. Between 2003-4 and 2007-8 over 13,000 migrants registered for National Insurance Numbers with 67% coming from the Accession States of Europe (the majority from Poland).
· The Annual Population Survey 2009  shows that 71% of working age people from minority ethnic groups were in employment compared with 60% for Scotland.  In Highland Council, less than 1% of the workforce is from a minority ethnic background.
· According to the twice yearly Scottish Government survey, the Highland Council area has one of the highest populations of gypsies/travellers across Scotland.

· In 2008, 4% of the school population were from a minority ethic group this and includes children and young people from the Gypsy/Traveller community.  This corresponds with 1.4%, in 2004.  This ios reflected in figures that show in 2008, 733 young people spoke at least one of 61 languages other than English or Gaelic in their home.  This is an increase from 404 bilingual pupils in 2005-06.



	3.12
	Disability: 

· The 2001 Census reported that 18% of the population had a long term or limiting illness, lower than the 20% Scottish average.  There is strong evidence of the age-related link to disability.

· Of the Highland population living with a limiting long term illness, 24% are found in the most deprived areas compared to 13% in those considered least deprived. 
· In Highland, 9320 people claimed incapacity benefit or severe disablement allowance in February 2009.

· Between 2003 and 2008, the number of people with learning disabilities in Highland increased by 43%. NHS Highland and Highland Council know of about 2000 adults in the Highlands with Learning Disabilities
.
· In Highland there are 1237 people registered as blind or partially sighted
· It is estimated that there are around 2,390 adults with a profound or severe hearing loss and around 29,570 adults with a mild to moderate hearing loss.

· Analysis of the Highland Council’s Equal Opportunities monitoring information shows that just over 1% of staff identify as having a disability.
 


	3.13
	Faith

· The 2001 Census included a question on religion for the first time – in Highland 67% identified with the Christian faith; 27% had no faith; of the minority faiths Muslims had the highest population at 0.18%.  


	3.14
	Gender

· Women earn £75 a week less than men and there are fewer women in full time work 
· 2005/06, in Highland female victims represent 90% of all domestic abuse incidents (1350 incidents in 2005/06)
· 72% of the Council’s workforce is female and 28% is male.  49% of the Council’s employees are employed on a full-time basis while 51% work on a part-time basis.
· Widespread occupational segregation in Scotland is reflected in the Council’s workforce.
· Highland Council is in the third quartile of Councils for women managers as top 2% of earners. 

· 75% of elected Council Members are men.


	3.15
	Sexual Orientation 
· Stonewall Scotland estimates that here are 300,000 gay people in Scotland, 6% of the population. A 2009 Stonewall study of Scottish LGBT migration patterns in 2009 suggests that LGBT people leave rural areas for the city.


	3.16
	Overview of Equality groups in Highland
In Highland there are no umbrella networks which provide a voice for any of the specific equality strands.  However, the Council holds a database of over 150 local and national organisations with an interest in equality and diversity issues.  The following provides a brief overview of some local groups and projects


	3.17
	Age

Older people in the Highlands are represented by an active Senior Citizen’s Network, and are also supported and represented by organisations such as Age Scotland which has recently formed as a result of the national merging of Help the Aged and Age Concern, and Highland Community Care Forum.

Younger people, a major initiative of the Council’s development work with young people is the Highland Youth Voice (HYV).  HYV is an elected body of young people drawn from across Highland.  The young people have a wide range of opportunities to 'have their say' and are also involved in taking forward their own agenda and tackling issues that are important to them.  There is also now a full time Youth Convener, the first of its kind in Scotland, and is a key representative of young people in Highland at various committee, staff and youth meetings. 

Ethnicity and race

 Support and networks in Highland include:
· Between 2005-2008, the Black and Ethnic Minority Infrastructure in Scotland (BEMIS) supported a part-time rural development worker in Highland.

· The Council for Ethnic Minority Organisations (CEMVO) has carried out structured capacity building with the local Chinese Association and has assisted the Association to access funding.  CEMVO currently funds a part-time office in Inverness.

· The Workers Educational Association has been involved in a range of related activities in Highland including the partnership provision of ESOL trainers and courses, and its ongoing support for the International Women’s Group.

· The number of minority ethnic associations or groups remains small but includes the Inverness Polish Association and the Scottish Highlands & Islands and Moray Chinese Association, the Indian Association, the Bangladeshi Association; the Polish/Scottish Union; and the Caithness Ethnic Minority Group under the support of Caithness Voluntary Group.

· The Inverness Citizen’s Advice Bureau received funding from the Scottish Government to address race and faith discrimination and also from the Equality and Human Rights Commission to support broader cases of discrimination
Faith

· There are two Inter Faith groups in the Highlands, one in Skye and a more recently formed group in the Inverness area which has representation from the Hindu, Muslim, Baha’i, Buddhist communities and various Christian denominations.

Disability
A wide range of organisations support, represent and/or provide services to disabled people in Highland, these include:

· There are 8 Disability Access Panels in Highland which also meet on a regular basis as an Alliance.
· The Highland User Group (HUG) is a collective advocacy group, which represents the interests of users of mental health services across the Highlands and challenges stigma surrounding mental health.
· People with learning disabilities are supported and represented by the Health and Happiness Project and People First.
· The Highland Deaf Forum and Highland Society for Blind People are both represented on a strategic working group on sensory issues.
· Autism Rights Group Highland (ARGH provides group advocacy for adults living in the Highland region.
· Highland Community Care Forum (HCCF) helps users and carers to speak up so that their views and experiences shape local services and support for carers include young carers, people with mental health problems, people with learning and physical disabilities and older people. HCCF. 
· National organisations such as Enable, Capability Scotland, Leonard Cheshire, Sense Scotland, Alzheimer Scotland, Lead Scotland and Schizophrenia Scotland are all represented in Highland  
. Gender
· The Women@Work project is a Highland-wide women’s network, which encourages women to speak out about things that matter to them at home, at work and in the community

· Local Violence Against Women forums across Highland are taking forward a range of issues identified in a partnership strategy

· The SWANS is a self supporting help group for all Trans folk in the North of Scotland
Sexual Orientation
· There is an active Highland LGBT Forum and Social Group.
· The Terrance Higgins Trust provides support for LGBT people in Highland.
· Highland Rainbow Folk is a recently formed group working to raise awareness of issues facing older LGBT men and women and transgender people.


	3.18
	Highlands & Islands Equality Forum
The Highlands & Islands Equality Forum is a project to raise awareness of Equality issues in the Highlands & Islands through advice, information and training.


	4
	ARRANGEMENTS FOR GATHERING INFORMATION


	4.1
	Significant amounts of available demographic data were gathered In the development of each of the Council’s three separate schemes.  The information was shared with Community Planning Partners, who added additional sources of information, for example on racially aggravated crimes and health inequalities. 

 

	4.2
	The Council has arrangements in place to gather information on employment and equalities monitoring.  During 2006 and 2007, employees were sent an Equal Opportunities monitoring form and asked to verify information.  Employees, and applicants for posts, are asked to self-report using the council’s equality monitoring form.  This allows for the collection and analysis of information on recruitment, training and retention of disabled employees.  This will include monitoring of Education staff.



	4.3
	At national level, work has been undertaken to improve, develop and harmonise statistical data relevant to equality issues, including Scottish Government high level equality statistics
, the development of the Census 2011, and the Equality Measurement Framework
.  

There remain many challenges with the use of equalities data.  While information is readily available by age and gender, there is no single measure or estimate of prevalence of disability and equalities monitoring of disability is not widely carried out beyond employment; information on sexual identity is not routinely collected and data is scarce although information now available on the numbers of civil partnerships.  The main measure of ethnicity is the Census which is carried out every ten years and so becomes quickly out of date; at local level many population levels are too small to provide robust data.  Information on religion and belief is also collected primarily through the Census.



	4.4
	In the development of a single equality scheme, a sub-group of staff involved in data collection from Policy, Education, Planning, Social Work, Personnel has reviewed and updated the information gathered for the three schemes, identified additional information and gaps in particular from Council services, and has made recommendations to facilitate regular review and updating of equality information.

The information gathered will be presented as a profile of equality in Highland in a complementary document to the single equality scheme.


	4.5
	It is important to develop a clearer picture of equality groups in our community in order to establish a baseline for improving performance and setting realistic targets.  

However, as there are limitations to formal statistical data, equalities evidence is also gathered from a range of other sources both through monitoring and qualitative information, for example as a result of undertaking impact assessments, the biannual employee survey, public performance survey, complaints and service reviews. 

Other key information is collected and reported for equality Statutory Performance Indicators (SPIs), and scrutiny through inspections and audit.  There are two equality SPIs reported annually to Audit Scotland on the number and percentage of women in the top 2% and top 5% of earners in local authorities and the percentage of public caller properties accessible to disabled people.



	4.6
	Example: Highland Council Public Performance Survey and Citizens Panel

Each year the Council sends questionnaires to a random sample of households throughout the Highlands asking for opinions on contact with the Council; satisfaction with services; views on community life; and reasons for any dissatisfaction.  The results are analysed by age, disability, gender and ethnicity.  Where results have significance by equality group these are highlighted in the annual Public Performance Survey report.  

In a new approach from 2010, the Council is establishing a Citizens Panel.  Work is being undertaken to ensure the sample is representative of the population in terms of age, gender, disability, ethnicity, income (if possible) as well as place. This may involve boosting the sample to avoid disproportionate exclusions of people in particular circumstances.


	4.7
	The Council will continue to use the information it gathers to review its equality objectives and action plan, and to consider what additional steps may be required to promote equality.  This will inform the development of the action plan, its reviews and the ongoing development of a single equality scheme.



	5
	INVOLVEMENT, ENGAGEMENT AND CONSULTATION


	5.1
	Each of the current equality duties has an expectation that equality community groups will be consulted and engaged in the development of equality schemes, and in development of policies and practices that directly affect them.  The disability duties go beyond this and require the ‘involvement’ of disabled people described as a more active engagement of disabled stakeholders than ‘consultation’
.  

This single scheme incorporates the engagement and involvement undertaken in the development and review of the earlier three schemes.  It reflects a range of involvement in the development and delivery of services; reviews; consultations; complaints and comments about services.  These activities are also a key element of the information gathered in the preparation of the scheme.  



	5.2
	Further consultation will be carried out on this draft scheme through to April 2011 and will involve:

- representatives and individuals from local equality groups

- national equality organisations

- staff views, equalities working Group, and senior management team

- elected members

- community planning partners

- other Scottish local authorities



	5.3
	Unlike many other local authorities, in Highland there are no umbrella networks which provide a voice for any of the specific equality strands.  However, the Council holds a database of over 150 local and national organisations with an interest in equality and diversity issues. The Council has regular contact with the Highlands & Islands Equality Forum; this is a project which carries our training and awareness raising and has contact with a wide range of interested groups across the Highlands.



	5.4
	There is a strong community partnership approach to engagement, both in the development of equality schemes and in specific areas of partnership work on equality, a number of initiative are listed below.  In addition, the Council meets regularly with other officers in the Scottish Council’s Equality Network to share good practice and information at national and local levels.



	5.5
	The Council has a commitment to meet the National Standards for Community Engagement.  This is being taken forward by the Council’s Corporate and Ward Managers to further develop and implement.


	5.6
	We engage, consult and involve people about their views on equality issues through a number of sources – as service users, employees, through comments and complaints, and through targeted activities and ongoing work.  Some qualitative  examples include:

· “Life in the Highlands: Disability Equality Schemes” 2006

· Partnership consultation on Gender (2007) and review of Race (2008) schemes

· Equality and Diversity Partnership events 2009

· With partners, involvement with equality groups in the development of hate incident work.

· Same as You: Local Implementation Groups for people with learning disabilities

· Local Implementation Groups in mental health

· Individual interviews (VOXUR) 2009

· Strategic Working Group on Sensory Issues brings together elected members, officers from the Highland Council and NHS Highland, voluntary agencies and representatives from the Deaf and hard of hearing and visual impairments groups.

· Development of the Highland Joint Community Care Plan has included a significant engagement with a range of service user groups.

· Support to, and regular involvement with, eight Disability Access Panels in Highland, eg with Planning and Development Services, Streetscape work.

· Advocacy projects funded by the Council and NHS Highland, for example People First and Health and Happiness (Learning Disability) and Highland Users Group (mental health) have established regular channels to feedback issues of relevance to statutory partners.

· Consultation on the partnership Violence Against Women strategy

· Joint Consultative Group is a key mechanism for consultation of employment issues
· Services regularly review and consult on the use of services.  There is continual contact at local level with a wide range of voluntary and community groups including Community Councils.  Recent restructuring has introduced proposals for new Ward Forums which will include representatives from local partner agencies and the local community.  Equal Opportunities requirements will be encouraged in these new structures.

· Young people are involved in Pupil Councils, Youth Voice and Youth Forums across Highland and have been involved in focus groups on race equality and disability issues. In Education.
· Ward Forums have been set up across the Highlands and meet regularly in public, and are held in accessible venues. Representatives of community councils and partner agencies also serve on the forums


	5.7
	There are two key quantitative approaches used by the Council to consult widely on issues of importance which have included, or mainstreamed, equality issues. These gather equality related information and provide some analysis by equality groups.  A public performance survey is commissioned annually to understand community views and an employee survey is commissioned bi-annually.
Public Performance Survey: Having assessed the survey approach and questionnaire of the Annual Public Performance Survey in 2009 for its impact on equalities groups, improvements were made to the questionnaire and an analysis by equalities group was commissioned. Where results have significance by age, gender or disability these are highlighted in the report. This survey and others will be routed through a new Citizen’s Panel from 2010.  The Panel will be representative of the Highland population in terms of geography, gender, age, disability, ethnicity and socio-economic status.
Employee Survey: 

Since 2007, the bi-annual Highland Council Employee Survey includes questions about perceptions and experiences of discrimination in the workplace, as well as awareness of flexible working opportunities.



	5.8
	In addition to the above, there is a significant amount of informal involvement with equality communities and stakeholders, for example through attendance at meetings and event organised by community groups and responding to enquiries or complaints.



	5.9
	Example: Members of the public are being asked to make their voices heard in a consultation on changes to community care services in the Highlands.  The consultation document sets out the approach of the Highland Council and NHS Highland to meeting the support needs of a range of people in the Highland community. This can include older people and other vulnerable groups, such as people with learning disability, sensory impairment, mental health and/or substance misuse problems and those who are homeless.

A number of equality communities have been approached to take part in the consultation to encourage those who views are not always considered to take part.  The partners have worked with the Highland Community Care Forum to develop an inclusive consultation strategy which takes the needs of diverse communities into account.



	6
	ARRANGEMENTS FOR EQUALITY IMPACT ASSESSMENTS


	6.1
	The purpose of an equality impact assessment (EQIA) is to ensure that an authority’s decisions and activities do not disadvantage people on equality grounds.  It also identifies opportunities to better promote equality of opportunity, including consideration of where the different parts of the disability equality duty (such as promoting positive attitudes) might be built into those policies and practices.  Where a negative impact, or missed opportunity to achieve a more positive impact, is identified this indicates to the authority that it should have due regard to the need to modify the policy or practice.



	6.2
	The Council has made a commitment that all new and reviewed policies and practices are assessed for impact on all equality groups.  A number on full equality impact assessments have been undertaken and published. 


	6.3
	The Council has introduced guidance and a toolkit to support the process to carry out EQIAs and, during 2007 – 09 key staff undertook training on EQIAs.  A two stage approach to assessment of regard to equality has been adopted.  This involves an initial screening for relevance, followed by a full EQIA where required.  Summaries of full EQIAs are published on the Council’s website at:

http://www.highland.gov.uk/livinghere/equalopportunities/eqia.htm


	6.4
	We recognise that more requires to be done to simplify the EQIA process, improve consistency, support staff, report on progress, and critically embed into decision making processes.  To this end, the Council has purchased a new database to map policies and practices, record and monitor EQIAs and which will be introduced during 2010.  This toolkit is accompanied by an e-learning course to guide staff.  Senior managers have already piloted this training which will be further rolled out to relevant staff.



	6.5
	Where an assessment, or other circumstances, such as complaints, reviews or inspections, show that any of our policies or practices are likely to have an adverse impact on equality groups, the Council will consider how it can meet the general duties and whether action is required.  We also aim to better prioritise which policies and functions require full equality assessments.


	6.6
	In addition, from 2010, the Council will formally require authors of any reports to committees to assess the relevance of the subject to equalities and record the outcome as part of a standard report template.



	7
	EMPLOYMENT AND IMPLEMENTING THE SPECIFIC EMPLOYMENT DUTIES


	7.1
	Providing equality of opportunity in employment is among our most important goals and values.



	7.2
	Collecting and monitoring equality data in employment is key to analysing  our workforce profile to identify how representative it is of the community it serves .  It has been an essential element of improving the gender profile of senior positions. 


	7.3
	To meet the specific emplyment duties described in Appendix 1, systems have been put in place to monitor the workforce by ethnicity as well as job applicants, applicants for training and the operation of grievance, disciplinary and harassment procedures by racial group.  There are actions in place to improve the quality and level of data collection during this lifetime of this scheme.


	7.4
	At present, the Council monitors equality information in employment related to age, gender, disability and ethnicity.   We do not currently routinely monitor transgender status, sexual orientation or religion or belief but will review this in the light of the introduction of the Equality Act 2010 to ensure that our information gathering and reporting arrangements to ensure that discrimination does not occur in recruitment and employment in these areas.  
· As part of this review the Council has subscribed to the Stonewall Diversity Champions programme to consider best practice regarding employment and sexual orientation issues.  In addition, we are aware that there is likely under-reporting of the prevalence of disability in the workplace (1%) and have joined the Employers Forum on Disability to again assist with looking at best practice in this area.



	7.5
	Personal data is treated with care and in line with the Data Protection Act 1998.



	7.6
	There are a range of policies in place to support equality of opportunity in the workplace, including and Equal Opportunities Policy,  Recruitment and Selection, Flexible Working,  Harassment at Work, Supporting Employees Experiencing Domestic Abuse policy, Maternity Provisions and support, and homeworking.


	7.8
	EQUAL PAY STATEMENT


	7.9
	The Highland Council is committed to the principle of equal pay for all its employees and aims to eliminate any sex bias in its pay systems.  There has been considerable progress in implementing a new pay and grading structure and settling equal pay claims, however, there is still work to be done to manage outstanding claims.  The Council is also implementing harmonised terms and conditions of employment which will remove further potential discrimination.



	7.10
	The Council’s  Equal Pay statement is due to be reviewed by September 2010 and is availible at: http://www.highland.gov.uk/livinghere/equalopportunities/equalpaystatement.htm



	8
	ARRANGEMENTS TO TRAIN STAFF ON RELEVANT ISSUES


	8.1
	The Council’s Employee Development Team has responsibility for delivering a range of corporate and developmental training, including management development and customer care.  A one-day Equal Opportunities and Diversity training course has been delivered in-house since 2004. The training incorporates the requirements of the equalities legislation including the public sector duties and is regularly reviewed.  The next review will incorporate changes due to the Equality Act 2010. This course was initially delivered to Service Management Teams, and has since been rolled out to over 2100 staff.  Elected members also receive Equality and Diversity training.  Since late 2009, the direct training has also been complemented by an e-learning course on equality and diversity in the workplace.


	8.2
	Lead staff and Members have also received training on the Council’s revised recruitment and selection procedures, incorporating equal opportunities objectives and promoting fair employment practices.



	8.3
	In addition to the Equality and Diversity training, the Council delivers a range of related courses:

· Disability Confident is delivered as an e-learning course to up to 100 staff annually

· Between 2007 – 09, 50 staff received direct training on carrying out Equality Impact Assessments.  From Dec 2009 an e-learning package has been introduced to ensure relevant staff have the required skills and knowledge to carry out EQIAs and 33 managers have completed the course to 01 May 2010.
· As part of its Women into Management programme, the Council delivers a regular series of Women into Management workshops.
Employee Development staff are also aware of the need to mainstream equal opportunities into the provision of general training, in particular management competencies, care staff training, community engagement and customer services.



	9
	USING THE INFORMATION GATHERED: THE ACTION PLAN



	9.1
	The Council’s Single Equality Scheme has five key aims in its attached Action Plan in Appendix 4 to:

· Deliver accessible services and to treat customers fairly and with dignity and respect
· Ensure that our employment practices and policies are fair and accessible

· Increase engagement, involvement and representation of equality groups

· Create a culture in the Council that promotes equality, and demonstrates that discrimination and harassment on equality grounds will not be tolerated
· Demonstrate that the Council continues to meet its public sector duties


	9.2
	The action plan is built on activities already undertaken by the Council and based on existing information and research about the needs of equality groups and the barriers they face.  Appendix 3 includes a summary of progress against the action plans of the previous three schemes.


	9.3
	A number of these actions are long term, and are ongoing.  Others are new or are amended to ensure they are appropriate and relevant, and may be further amended during the draft stage of the scheme.  Where possible these actions support and are set against measurable outcomes that show improvements to the lives of disabled people in Highland.


	9.4
	The priorities identified against each aim are summarised below:



	9.5
	Deliver accessible services and to treat customers fairly and with dignity and respect:

· Policy development ensures that equality issues are considered

· Services provided directly and service procured, commissioned and grant-aided are accessible and treat our customers with dignity and respect
· Ensure our premises, facilities, services and information are accessible

· Addressing disadvantage



	9.6
	Ensure that our employment practices and policies are fair and accessible:

· Review current employment policies and amend to ensure they meet the requirements of the new Act

· Ensure that equalities are included in PDP, management and induction training

· Tailoring training provision in order to improve implementation

· Measure, understand and learn from current outcomes in employment practice



	9.7
	Increase engagement, involvement and representation of equality groups
· Review our practices against the standards of engagement for all consultation and involvement
· Ensure all policy development offers opportunities for equality groups to contribute


	9.8
	Create a culture in the Council that promotes equality, and demonstrates that discrimination and harassment on equality grounds will not be tolerated:

· Awareness raising and training for staff and members
· Continue to contribute to the Highland Community Planning Partnership Equality and Diversity group

· Continue to work with partners to improve the recording of hate incidents
· Implement the Violence Against Women Strategy


	9.9
	Demonstrate the continued progress of the Council to meet its public sector duties.

· Produce single equality scheme and review monitoring and reporting mechanisms in line with new duties
· Revise all polices and equality impact assessment process in line with the new duties and embed action planning within Service Plan process

· Produce single equality scheme for the Education Authority and review monitoring and reporting mechanisms in line with new duties
· Dissemination of information to support the single equality scheme
· Develop performance framework for the single equality scheme


	10
	PROCUREMENT AND GRANT FUNDING



	10.1
	The Council is committed to ensuring that equalities considerations are taken into account in the procurement process, and also in Service Level Agreements and grant funding to the voluntary sector and community groups.

The Council’s Contract Standing Orders describe our approach to procurement and to promoting equality and can be found at http://www.highland.gov.uk/NR/rdonlyres/A268CC9C-C91
There is a review of the Council’s approach to grant funding which will ensure equality issues are considered in applications.


	11
	PREPARING AND IMPLEMENTING THE SCHEME



	11.1
	The Highland Council’s first Single Equality Scheme is developed as a working draft building on its existing approach to improve access to employment and services.  It was developed taking account of input from the Council’s equalities working group who have been involved in development of each of the earlier three schemes (Race, Disability and Gender).  Training for this group was provided during the development of each scheme to raise awareness of each new duty as they were introduced.  Each of three schemes has been continually reviewed and updates of progress provided.   In addition, new sub-groups have strengthened some elements, in particular around gathering of information and equality impact assessments.



	11.2
	To develop the draft Scheme, we have taken account of the views and involvement of equality groups – across all protected characteristics where available, progress against the actions in the three schemes, updated data and information, and links to exiting performance management frameworks.  In addition, the Council’s Senior Management Team and Service management teams have used the Best Value 2 self-assessment framework in the Autumn of 2009.  The results were used to inform this draft single equality scheme.



	11.3
	To implement the new scheme the Council will take the steps set out in the action plan and will put into effect its arrangements for gathering and making use of information.  The cross-services working group will meet regularly to report on progress and will maintain links with the Senior Management Team and Service Management Teams.



	11.4
	The Council will continue to work actively in partnership to involve a wide range people and stakeholders in the preparation of schemes, and with its Community Planning Partners on equality issues.  Review and development of the scheme and its associated action plan will be an ongoing and flexible process, and comments will be welcome at any time.



	11.5
	To finalise this draft, between June 2010 and April 2011, it is intended that further consultation  is carried out and new guidance being prepared by the Equality and Human Rights Commission for the introduction of the Equality Act and the new public sector duty applied.



	11.6
	The Council has committed to the development of a draft single equality scheme in advance of the new public sector duties due to come into force in 2011.  The final scheme will be complete in accordance with the Codes of Practice and guidance that will accompany the Equality Act 2010.  This scheme has a high priority and relevance for equality issues and although it is anticipated to have positive outcomes for equality groups, a full EQIA will be carried out before completion.

In the meantime, we will ensure that the present reporting and review requirements are met, and will take account of any changes in legislation and strategic developments in the preparation of subsequent schemes.  



	12
	ANNUAL REPORTING


	12.1
	At present, The Highland Council has agreed to a twice yearly progress on performance across all equality schemes to its Resources Committee.  These reports include details of information gathered and action that has been taken as a result of the analysis of the information and incorporate annual progress reports and three yearly reviews.  Progress reports are available on the Council’s internet with the Minutes and Agendas, and at http://www.highland.gov.uk/livinghere/equalopportunities/
Equalities issues are also reported regularly to the Council’s Senior Management Team. The Council will also continue to include report on progress on equalities in the SOA and its Corporate Plan.


	13
	PUBLISHING THE SCHEME


	13.1
	The scheme is published on the Council’s internet (www.highland.gov.uk), and will be available in a range of other formats on request.  A summary of the scheme will also be published.




	14
	HIGHLAND COUNCIL: THE EDUCATION AUTHORITY


	14.1
	Highland Council has over 40,000 pupils educated in 29 secondary schools, 187 primaries, 145 nursery units and 4 special schools.  As an Education Authority, the Highland Council promotes inclusion and equality of opportunity, recognising the diverse needs of children, young people and families.  Schools and other educational establishments within Highland provide a welcoming, caring and supportive environment.


	14.2
	We have improved the quality and quantity of information gathered on equality grounds in schools and will further develop systems to analyse and monitor information.  This will help us further develop our capacity to identify those in need of support at the earliest opportunity.  


	14.3
	In addition, we will assess how well our existing policies have impacted on children, young people and families in Highland. This will inform the development of our service in the future. In particular, we will involve children, young people and families in discussion about how we can work with them to reduce barriers to equality and increase opportunities for their involvement.



	14.4
	In particular, we will take account of the forthcoming integrated duty on the public sector and bring our existing commitments to gender, race and disability equality together and include the new protected characteristics.

As an Education Authority, the Council has a Race Equality Policy
http://www.highland.gov.uk/NR/rdonlyres/C7CBB009-09D5-4C2B-B005-4C215D7D00F3/0/raceequalitypolicy.pdf
Identified commitments and actions on disability equality and gender equality.
During 2010 – 2011, a single equality scheme will be produced by the Education Authority.


	14.5
	The schemes also link closely with the Council’s duties under the Education (Disability Strategies and Pupils' Records) (Scotland) Act 2002, the Additional Support for Learning arrangements and the schools’ bullying and anti racist procedures

http://www.highland.gov.uk/NR/rdonlyres/8C82D65D-F879-4477-A8A6-80756BCE6D5B/0/antibullyingantiracistproceduresschoolsnew.pdf


	14.6
	As well as being covered in their own right by the specific equality duties, Education Authorities also have duties in relation to schools under their management.  Schools are expected to gather information on, and consider the effects of their policies and practices and the educational opportunities available to, and on the achievements of, pupils in respect of disability, gender and race.  A range of information is already gathered by the Education Authority and reported to the Scottish Government. 


	14.7
	The views of young people and families are sought by the Education Authority in development and delivery of relevant services. Young people and their families have been asked about the barriers to inclusion of young people in education, culture and sport.  They have informed a number of policy and practices including transitions guidance, a Developmental Coordination Support Pack, and Getting it Right for Every Child, Bullying and anti racist policy.  Young people’s views are also represented through Highland Youth Voice, Youth Forums and a range of voluntary sector bodies.


	14.8
	All public services for children are planned, monitored and delivered through an integrated approach with community planning partners and with the engagement of children’s’ representatives and children and young people themselves.  The Community Plan for children. For Highlands Children, sets out the services to be delivered and the outcomes to be achieved.  Schools are an important part of the Council’s services for children and the equality requirements on education authorities and schools will be fully integrated with this process and included in the revised FHC3.  




APPENDIX !:
EQUAL OPPORTUNTIES LEGISLATION AND THE PUBLIC SECTOR DUTIES

Current Key Equalities Legislation

Listed below are the current key pieces of equality and human rights legislation (as amended) applicable in Britain.  The equality legislation will be subsumed by The Equality Act 2010
Acts and regulations

Disability Discrimination Act 1995 
Disability Discrimination Act 2005  
Employment Equality (Age) Regulations 2006  
Employment Equality (Religion or Belief) Regulations 2003 
Employment Equality (Sexual Orientation) Regulations 2003 
Equality Act 2006 
Equal Pay Act 1970 
Human Rights Act 1998  
Race Relations Act 1976 
Sex Discrimination Act 1975  
Special Educational Needs and Disability Act 2001 
Key definitions of discrimination

Discrimination is the behaviour towards a person, or group of people, that usually happens as a result of negative prejudice and stereotyping. The main types of discrimination areas are summarised as:

· Direct discrimination - treating people less favourably than others on grounds of race or ethnic origin, age, disability, gender, sexual orientation, or religion or belief. 

· Indirect discrimination - applying a provision, criterion or practice which disadvantages people of race or ethnic origin, age, disability, gender, sexual orientation, or religion or belief and which is not justified. 

· Victimisation - treating people less favourably as a result of them complaining of discrimination, giving evidence or making allegations. 

· Harassment - Unwanted conduct that violates people's dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment on grounds of race or ethnic origin, age, disability, gender, sexual orientation, religion or belief.

Duties on the Public Sector
From 2001 onwards new equality duties have been placed on most of the public sector agencies.  There are three separate General Duties (to pay due regard) covering Race, Disability, and Gender these are supported by a range of specific duties.  The General Duties are to pay due regard to the need to
Gender Equality Duty (introduced 2006)
· Eliminate unlawful discrimination and harassment 

· Promote equality of opportunity between men & women
Race Equality Duty (introduced 2001)
· Eliminate unlawful racial discrimination  

· Promote equality of opportunity 

· Promote good relations between persons of different racial groups.
Disability Equality Duty (introduced 2005)
· Promote equality of opportunity between disabled persons and other persons 

· Eliminate discrimination that is unlawful under the Disability Discrimination Act 1995 

· Eliminate harassment of disabled persons that is related to their disabilities 

· Take steps to take account of disabled persons’ disabilities, even where that means treating disabled persons more favourably than other persons 

· Promote positive attitudes towards disabled people 
· Encourage participation by disabled people in public life.

The Specific Duties These show where there are clear differences between the duties. Any work done in a ‘generic’ fashion must therefore clearly demonstrate how all the elements of all the duties have been fulfilled.
	Gender Equality Duty
	Disability Equality Duty
	Race Equality Duty

	A listed public authority must prepare and publish a Gender Equality Scheme.

The Scheme must set out the overall objectives the public body has set to allow it to meet its general duty. The public body must consider the need to have an objective to address the causes of any unequal pay for men and women staff related to their sex.
The scheme must also set out the actions it has taken or intends to take to:

· Gather information on the effect of its policies and practices on men and women, in particular the extent to which they promote equality between male and female staff, and the extent to which the services it provides and the functions it performs take account of the needs of men and women

· Make use of the information it has gathered to meet the duty and review the effectiveness of its scheme and the actions taken 
· Assess the impact of its policies and practices on men and women, and use the results to inform its work 
· Consult employees, service users, trade unions and others 
· Achieve the objectives it has set.

The public authority must put the scheme, and the actions identified, into effect within three years. It must report annually on the actions it has taken.

It must review the scheme and publish a revised scheme within three years .

Listed public bodies with at least 150 full time equivalent staff must publish an equal pay policy statement, and report on this every three years.

Scottish Ministers must publish reports every three years, in addition to the Scottish Executive’s equality scheme and equal pay statement.

These reports will set out the priority areas which Ministers have identified for advancement of equal opportunities across the public sector, and provide a summary of progress made in these priority areas by the public sector.
	A listed public authority must involve disabled people in the development of a Disability Equality Scheme which demonstrates how it intends to fulfil its general and specific duties and which includes a statement of:

· The way in which disabled people have been involved 

· The methods for impact assessment 
· Steps which the authority will take towards fulfilling its general duty (the Action Plan) 
· The arrangements for gathering information in relation to employment and, where appropriate, its delivery of education and its functions 
· The arrangements for putting the information gathered to use, in particular in review the effectiveness of its action plan and in preparing subsequent DES.

Within 3 years of the Scheme being published, take the steps set out in its action plan and put into effect the arrangements for gathering and making use of information.

Publish an annual report containing a summary of the steps taken under the action, the results of its information gathering and the use to which it has put the information.

From December 2008, Scottish Ministers will have to publish reports every 3 years that:

· Give an overview of the progress made by public authorities in relation to disability equality 
· Set out proposals for co-ordination of action by public authorities so as to bring about further progress on disability equality.


	Listed public authorities must publish a Race Equality Scheme setting out functions and policies that are relevant to the general duty on race and arrangements for:

· assessing and consulting on the likely impact of proposed policies on the promotion of race equality 
· monitoring policies for any adverse impact on the promotion of race equality 
· publishing the results of such assessments, consultation and monitoring 
· ensuring public access to information and services which it provides 
· training staff in connection with the duties imposed by the Race Equality Duty.

Employers are required to monitor by reference to racial group staff in post and applicants for employment, training and promotion. Where the employer employs 150 or more full-time staff it must also monitor the numbers who receive training, benefit or suffer detriment from Performance assessment reviews, are involved in grievance procedures, are the subject of disciplinary procedures or cease employment.

Listed educational authorities must prepare a race equality policy, and have and fulfil arrangements to: 
· assess the impact of its policies, including its race equality policy, on pupils, staff and parents of different racial groups, including, in particular, the impact on attainment levels of pupils monitor the impact of the operation of such policies on such pupils, staff and parents, including, in particular, their impact on attainment levels of pupils 
· take steps to publish annually the results of its monitoring.

Where the race equality policy is prepared by an education authority, that authority should ensure that each school under its management complies with the arrangements in the race equality policy.




The Equality Act
2010 sees the introduction of significant changes to equality legislation.
On 26 June 2008 Harriet Harman, Leader of the House of Commons, announced the new Single Equality Bill. On 27 April 2009 the Government published the Equality Bill and it was given Royal Assent in April 2010. The first elements are due to be enforced in October 2010, with further elements enforced in 2011. This creates a new of a new equality act which aims to introduce a single legal framework, providing clearer, streamlined law that is more effective at tackling disadvantage and discrimination.
The key provisions of the Equality Act 2010 are
: 

1. Introducing a new public sector duty to consider reducing socioeconomic inequalities; 

2. Putting a new integrated Equality Duty on public bodies; 

3. Using public procurement to improve equality; 

4. Banning age discrimination outside the workplace; 

5. Requiring gender pay and employment equality publishing; 

6. Extending the scope to use positive action; 

7. Strengthening the powers of employment tribunals; 

8. Protecting carers from discrimination; 

9. Clarifying the protection for breastfeeding mothers; 

10. Banning discrimination in private members’ clubs; 

11. Strengthening protection from discrimination for disabled people; and 

12. Protecting people from dual discrimination - direct discrimination because of a combination of two protected characteristics.

APPENDIX 2:
ADDITIONAL ACTIVITIES
There are a range of supporting activities and additional initiatives that have supported the progress in the combined Action Plans of the race, disability and gender equality schemes detailed in Appendix 3. Many of these are described below.
Chief Executive’s Office

· Support has been provided for local Advice Agencies to access interpretation services for clients who do not have English as a first language.
· Support and participation in the national Show racism the red card football event 

· Support and participation in the International Women’s Group annual diversity day and support for the Highland Diversity calendar

· Support for the development of the Inverness Polish Association internet site

· Meetings arranged between the Council’s Chief Executive and BEMIS (Black and Ethnic Minority Infrastructure in Scotland)

· Involvement in the Scottish Government review of Race Equality Work in Scotland through participation in the Rural Issues group

· Involvement with the Council for Ethnic Minority Voluntary organisations (CEMVO) to organise events in Inverness to encourage participation in the decision making process. 

· Support to the Highlands & Islands Equality Forum HighlandsRUs events in 2007 and 2008.

· The Highland Council and other public and third sector agencies assisted the establishment of an effective platform of service provision for migrant workers between 2006 and 2008.  These activities have been resourced by the partners with match funding from the European Social Fund.  Activities have been co-ordinated through the Chief Executive’s Office

· Between 2004 and 2009, the production of a monthly equalities e-bulletin circulated to 1000 organisations and individuals.

· Support to the Highland Rainbow Folk, to hold an event to celebrate LGBT (Lesbian, Gay, Transgender and Bisexual) History month in 2010

· Production of a Community Planning Equality and Diversity newsletter circulated to agencies, equality and other community groups.

· A range of Council Services have provided articles and taking out adverts in the local Polish newspaper 
· An Inter Faith group is newly established in the Inverness area which involves a diverse range of faiths and overlaps with lead representatives from a number of the minority ethnic associations.  Secretariat support is provided through the Equalities team.

· The Council has ongoing involvement with a local Women@Work project managed by the Workers Educational Association and which encourages women in the Highlands to participate and make their voices heard.  The Council’s Equal Opportunities Officer chaired the project’s Advisory Group between 2006-2009 and provided a monthly e-bulletin of gender based news items which the project now prepares.
· The Highland Council made a commitment to increase the percentage of women managers by addressing the barriers to management that were identified by research and feedback from staff.  Since 2003, the Council has taken positive action to remove barriers to women’s progression in the organisation. The Council identified and has achieved the following actions:
· Held two seminars to raise awareness of the Council’s commitment to Women in Management and good practice.  The most recent seminar included a presentation on Public Appointments and encouraged participants to consider taking up available opportunities.

· Provide training events and increase networking opportunities and maintaining an improved gender balance of attendees at corporate training courses

· Establish a mentoring scheme for women

· Review personnel policies to ensure full consideration of equal opportunities issues

· Monitored changes in the numbers and pattern of women managers throughout the organisation

· Reviewed progress through the Women in Management Group and reporting to the Senior Management Team and Resources Committee

Since implementing the programme the numbers of women in the top 2% and top 5% of earners in the Council has increased.  A number of these actions are continuing and are referred to in the GES Action Plan

· Training: The Council offers a corporate training course on Equal Opportunities and Diversity which includes Gender Equality issues.  This is open to all staff and particularly targeted at front-line and policy development staff.  All service management teams have attended and this is now a core competency element of the Council’s Management Passport. 
· Equal Pay: The Council carried out an assessment of its potential liability under the Equal Pay Act (1970) in June 2006 and made arrangements to address any identified potential liabilities.  Over 95% of employees invited to accept an equal pay offer did so.  Since then the Council has received 135 equal pay grievances with the greatest proportion coming from male employees.  Through the implementation of a revised pay and grading structure the Council will ensure that any remaining gender based pay inequalities are eliminated.
· Job Evaluation: The Council is implementing a revised pay and grading structure for approximately 9000 of its employees to take account of the outcomes of a job evaluation exercise.  Arrangements for the implementation of the new pay and grading structure will be subject to consultation with employee representatives.  
· Recruitment and Selection: The Council’s Recruitment and Selection Procedures have been reviewed and relevant employees made aware of the importance of ensuring that the recruitment process is free of gender bias.  Training on the new procedures has been rolled out to staff involved in the recruitment process.

· Flexible Working: Home Working, Compressed Working, term-time working, part-time working and job share are just some examples of the range of flexible working options currently in place in the Council.  As well as formally agreed flexible working patterns informal arrangements (e.g. flexible start and finish times and short term home working) between employees and their managers operate in numerous Council workplaces.

The Highland Council has adopted the nationally recognised Disability Symbol.  Adoption of this symbol involves the Highland Council in making five particular commitments, as follows, to:
· Guarantee an interview to all applicants with a disability - provided they meet the minimum qualifying criteria for the particular vacancy and to consider them on their abilities;

· Consult with disabled employees on an annual basis, to ensure they can develop and use their abilities at work;

· Make every effort when employees become disabled to retain them in employment;

· Improve knowledge, to ensure that key employees develop the awareness of disability required to make the above commitments work effectively; and

· Review these commitments annually to check what has been achieved, plan ways to improve and to advise employees about progress and future plans.
· Childcare Vouchers: The Council is currently in discussion with a number of suppliers of Child Care Voucher Schemes with a view to offering this facility to staff. This is a recognised Salary Sacrifice Scheme whereby the employee agrees to purchase Child Care Vouchers through the Council and receive a reduction in the basic rate of National Insurance Contributions.  The Council is the scheme in 2007.
· Service Points and Service Centre The Council aims to ensure that all customer service provision will be inclusive, based on the needs of customers and delivered without discrimination.  We aim to deliver quality Customer Service through a wide range of channels including telephone, face to face in a service point or via self service e-mail and web interaction. The Council’s network of 37 Service Points and its Service Centre act as ‘one stop shops’ for a wide variety of Council services and provide advice to the public for key Council and partner services.  The Service Points were prioritised for the first round of improvements to physical access to our premises to improve accessibility, and customer care training is a priority.  The Service Points and the Services Centre are also contact points for disabled people to access Blue Badges and administer the Government’s concessionary fare scheme.
· Ward Forums The Council’s forums meet regularly in public led by the ward members in your area, assisted by the Ward Manager. Representatives of community councils and partner agencies, such as the police and fire, attend the forums.  The Forums are held in accessible venues.  A number of forums have discussed accessibility issues, particularly with regard to transport, and care services; and a number of ward managers are in contact with local groups such as Access Panels.  Following an action from a Ward Forum, Muirtown Primary School created a path for all to increase accessibility.
· Health Improvement Towards a Mentally Flourishing Scotland (PDF, 276 Kb) is the new policy developed by the Scottish Government around mental health and wellbeing. It was issued in late 2007 as a discussion paper and people were invited to contribute to the debate around what will help people in Scotland to have good mental health and wellbeing – to be mentally flourishing. In 2008, as part of consultation on Towards a Mentally Flourishing Highlands, information was gathered at 3 workshops to identify where improvement in access to services by people with mental health issues is needed.
· Training and awareness raising Awareness raising on equality and diversity issues is covered at induction of new staff; it forms an important part of Recruitment and Selection training, and a requirement for all relevant lead officers is that they must attend this training.  The Council delivers a corporate one-day training course on Equality and Diversity, and delivers disability equality awareness training.
Education, Culture and Sport Service
· Most of the local minority ethnic groups and associations have been supported by the Education, Culture and Sport Services to develop multi-cultural activities.  Some of these are under the Cultural Bridges fund referred to later, but other examples include the involvement of the Asian community and the Chinese Association in the Inverness Highland Games, support for Chinese New Yeats activities, Diwali celebrations of the Indian Association.

· Library Services have increased their range of books in other languages and have worked closely with ESOL (English for Speakers of Other Languages) providers and have translated information on access to library and public internet services.

· A range of educational support services to Gypsy/Traveller children and families is provided by the Interrupted Learning Officer, including teaching on sites and support to schools.  A major conference was organised for education staff involving young Gypsy/Travellers in 2007.

· Highland Youth Voice is the key mechanism for engaging with young people in the Highlands and has had a specific focus on a number of equality issues.

· Supporting Young People and Families: The Council is involved in a wide range of activities that support and provide services for Families and Young People and that assist men and women, boys and girls.  We are aware that women are more likely to have care responsibilities and are far more likely than men to be single parents, and that women and lone parents in particular can face a range of barriers to access to training and employment.

· Disability Sport Highland Disability Sport undertakes activities to encourage involvement and inclusion of disabled people in sporting activities.  HDS aims to increase the number of users accessing sport and leisure activities and increase the confidence of disabled young people and adults. HDS encourages involvement at local and national level.  A coaching network forges closer links between education and community sport for young people with disabilities and promotes inclusion within mainstream education. HDS carries out training for volunteers and coaches to improve the knowledge and standard of coaches. In 2009, Disability Sport supported a group of athletes who took part in the 2009 Special Olympics at Leicester.
· Culture and Leisure facilitiesIn Leisure Facilities, customers entitled to Disability Living Allowance or Attendance Allowance can obtain a Budget High Life card and access activities for 50p. To encourage disabled people to use facilities to their full potential.  As part of the Disability Sport Strategic Plan Leisure centre staff are about to start a programme of disability awareness training to improve proactive customer care to people with disabilities.  People who require a care/attendant with them when they access Culture and Leisure facilities can register for the Plus One Scheme - Carer Goes Free scheme Some.  This enables them to gain free access for their carer at participating venues. The cardholder will pay the normal rate of entry for themselves.
· Adult Basic EducationAdult Basic Education Services provide learner-centred literacies learning opportunities for adults throughout Highland, including people with specific learning difficulties – such as Dyslexia – and those who have mental and physical health issues.  Learners are fully involved in formulating Individual Learning Plans.
· Access to affordable childcare is a significant barrier to parents taking up employment, particularly in remote and rural areas. To this end, the Highland Council Childcare Information Service aims to meet the needs of parents and carers who wish to access information on local childcare and pre-school education and provides information to providers, potential providers, employers enquiring about childcare for employees and statutory bodies requesting information for planning purposes.  The Highland Family Resource Alliance is part of the government’s Childcare Strategy, an initiative set up to provide communities with quality, affordable and easily accessible childcare. The local Care and Learning Alliance offers a range of services that are easy to access and can be specific to children and families’ needs.  Initiatives have been supported such as the Alan Plus and Positive Parents projects below.
· ALAN Plus: The Alan Plus project was run as a Highland Pre-school Playgroup initiative aimed at recruiting an increasing number of professionally trained men to work in all areas of early years education and childcare.  To project aimed to ensure that children and families benefit from well-trained, professional staff working in the sector - both men and women. In order to improve the gender balance, the project supported and recruited men into non-traditional areas early years education and childcare.  The pilot has challenged stereotypical roles, created a bank of male childcare workers and provided role models for children and other men.
· Positive Parenting 'Positive Parenting', a UK wide voluntary organisation, was employed to run parenting groups for the Youth Action Team. Eight courses are run every year throughout Highland. Each lasted around 8 - 10 weeks. 
· Education: The Highland Council Learning and Teaching Toolkit includes a dedicated section on gender which several primary schools have used to try to ‘close the gap’ in writing achievements in particular.  

· For Highland’s Children Integrated services in Highland have developed a series of strategic and operational multi-agency structures to support interagency working and create better local services.  The integrated Children’s Plan, For Highlands Children (FHC) includes a set of actions for Children affected by disability, mental health or sensory needs:For FHC3 each Strategy Group is charged with a requirement to detail how they carry out consultation and participation with service users on their strategic planning, monitoring and updating on progress. Where appropriate, strategy groups may work with Highland Children’s Forum and /or Highland Youth Voice in meeting this requirement.  A programme of consultation has been agreed which will take place before the submission of each strategic plan for final approval by the Joint Committee. 
· The Education Authority has prepared an accessibility strategy as requires by the Education (Disability Strategies and Pupils' Records) (Scotland) Act 2002 to improve access to education for children with disabilities.  The implementation of the Accessibility Strategy ensures on-going accessibility improvement
· The Council has duties under the Education (Additional Support for Learning) (Scotland) Act 2004 which has modernised legislation on assessing and recording of individual needs of young people In schools and has undertaken extensive work to ensure it implementation.
· Comprehensive training and staff development programme, including quality improvement arrangements, devised and implemented and head teachers have been specifically trained in the implementation of the Race and Disability duties.

Housing and Property Services
· Housing and Property Services have the lead responsibility for Gypsy/Traveller issues in the Council and for the Highland Gypsy/Traveller Partnership Group.  In 2008, a multi-agency Action Plan was agreed for the development of services for Gypsy/Travellers in Highland.  Housing Services have led on the organisation of annual barbecues at the Inverness Gypsy/Traveller site which promotes activities such as college opportunities, ABE, library services, health promotion, fire safety at the same time as involving the communities in football and other activities.

· For consultation on the Draft proposals in Highland Gypsy and Traveller Multi-Agency Action Plan, Housing Services arranged one to one consultation and open 'speak-out' sessions on the Council's Gypsy and Traveller sites during spring/early summer 2007.  Improvements to sites have taken place in consultation with site residents.

· Highland Housing Register guidance and leaflets available on website in Latvian and Polish, with guidance on availability of other languages and formats.

· Scottish Government leaflets on Private Sector Tenants  - these were available in Polish - supplies sent to all Housing Offices, Service Points.
· Housing services have reviewed their list of policies and functions fro relevance to equalities and have recommended actions as a result of carrying out EQIAs of Allocations and Rent Arrears Policies.
· The Council is working with housing associations to meet its commitment in its Programme to secure an increase of 600 houses suitable for older people and people with disabilities.  The Programme also makes a commitment to support people requiring care in their own homes by providing an additional £1 million each year from 2008-09 to 2010-11 and by investing £4.7 million annually in aids and adaptations.
Transport, Environment and Community services 

· With support from the Scottish Government and in liaison with the Scottish Highlands Islands and Moray Chinese Association (SHIMCA), TEC services have arranged food safety seminars for local catering businesses with interpretation support and translated material.

· The Council has worked with operators to provide accessible vehicles on a number of services throughout Highland.  As a result of successful Bus Route Development Grants buses and coaches town services have been upgraded to new accessible vehicles. Grant funding is being matched by a similar contribution from the operators of the services. 

· The Council also administers the Scottish Executive’s concessionary fares schemes for pensioners and disabled people.

Planning and development Services

· Working for Families: “Working for Families is a 4-year pilot project delivered by Highland Council for the Scottish Executive, under the Anti-Poverty Initiative.  The aim of the project is to remove the barriers to employment experienced by families on low income, lone parents, and families with other stresses such as disability, poor health or addiction issues.  The geographical areas covered were those communities identified on the SIMD (Scottish Index of Multiple Deprivation).  Clients are referred from partner agencies, in an effort to deliver a seamless, holistic approach to employability. Help offered can consist of a simple financial input, such as funding childcare to bridge the gap between benefits and employment, or longer term mentoring, with self-esteem building and steps towards employability, such as volunteering or training.  The Scottish target was 15,000 families registered (reached March 2007), of which 50% were to gain sustainable employment.  Its success at strategic level has been recognised as stemming from the flexibility of response to individual circumstances, and creative and local solutions identified by Parent Champions in careful consultation with clients." www.wff-highland.org.uk
· Supported Employment/Employability There is a network of supported employment services across Highland. The Highland Council plays a significant role in this and is currently supporting around 85 adults in need (most of whom have a disability) in Workstep placements; and people are being helped to move on to full time employment on an ongoing basis. It does this in partnership with a wide range of statutory and voluntary sector partners. And supported employment opportunities now exist in a diverse set of work settings. The links between supported employment services and employers are also being strengthened. The network in Highland is actively seeking to include employers and employers’ organisations, as well as service users and carers, into its work. Included in this inclusive approach is a yearly Diversity Awards Ceremony which celebrates the contributions partners make to promoting successful practice in this important area
· Access to public caller buildings: Since 2002, the Council has started to improve physical access to public service buildings through a planned programme of access audits and improvement work.  This work is supported by the involvement of local disability Access Panels.  This work is reported on as one of the two Statutory Performance Indicators on equality issues.
Social Work Services
· Violence Against Women:  The Council has been an active partner in multi-agency work to tackle and raise awareness of gender based violence against women.  At national level, there has been a move from the focus on domestic abuse to include a wider approach to violence against women that recognises that gender inequality is a key cause resulting from historical imbalances between men and women where men have traditionally held more power, wealth and status than women.  This is reflected in Highland, and partners currently focus work around the Violence Against Women Training Consortium which employs a Training Co-ordinator.  Recent development include the training of a bank of trainers from the Council and NHS Highland who will roll out awareness raising to partner agencies and the voluntary sector. Partners commissioned a piece of work to assess the needs of women and children in Highland who experience gender-based violence, to assess the level and quality of current support provision, and to make recommendations for development and improvement of provision. As a result, in 2008 the partners completed a local Violence Against Women Strategy. In 2009 the Council introduced a Domestic Abuse policy and guidance for employees.
· Adult Community Care Services - Social Work Community Care in Highland is primarily focused on meeting the particular needs of people which arise from some form of disability, either physical or mental, from mental health problems, or as a result of advancing age. Its broad objectives are:
· A focus upon the individual user and carer – meeting need, improving choice, promoting self-determination and challenging discrimination. This is increasingly being understood as requiring the greater personalisation of the services we deliver to those in need.

· Promotion of non-institutional support services – to be delivered in the domestic environment and community settings to allow people to remain in their own homes and communities.

· A more effective targeting of resources – to ensure those most in need receive services and that we avoid duplication and inefficiency.

To help meet these objectives The Highland Council is committed to broadening its engagement with key agents such as users, carers, their representative groups and other voluntary agencies to develop a shared strategic approach to improving the quality of live for our service users (see section 5.4). This approach includes reiterating that Disabled people have the same right to access mainstream community services and information, but there is also recognition that specialised services are required to meet identified need.  Community Care resources are targeted at those most in need through the Council’s Fair Access to Community Care eligibility criteria.  
· Strategic Working Group on Sensory Issues The Strategic Working Group on Sensory Issues which has representation from both agencies and also the voluntary sector representing users and is chaired by the Vice-Chairman of The Highland Council’s Housing and Social Work Committee.  The group has overseen the development of a single strategy to address the needs of individuals with a wide range of sensory impairments. A crucial aim is to develop a more integrated approach across agencies and sectors to reflect the complexity of the range of support needs within Highland.
· The Deaf Communication Project The Deaf Communication Project was set up in 1997and is jointly funded by the Council, NHS Highland and the European Social Fund.  The project has a number of objectives including training Interpreters and Communicators, supporting deaf children in mainstream schools, training staff in deaf social work to improve accessibility, and raising levels of BSL skills and awareness amongst other Highland Council staff; families of deaf children and the general population.  The project achieves this through training interpreters and communication professionals and through engaging deaf people to teach British Sign Language, Deaf Awareness and Lipreading.  
· Deaf Action Deaf Action is funded by the Council and NHS Highland to provide a vital Communication Support Service in Highland. This service will facilitate communication between deaf and hearing people, enabling deaf people to be as independent as possible. The service builds the work already carried out to train people in British Sign Language and other communication skills by the Deaf Communication Project. The Project also explores new technologies such as recently developed video links and remote speech to text facilities.  Deaf Action, which now provides up to 200 hours communication support monthly, over half of which is to facilitate access to the Highland Council.
	Aim: To create Services that are accessible, and eliminate barriers to access to services and information

	Indicator 1
	Increase in the number of buildings that meet the Audit Scotland Statutory Performance Indicator “percentage of public service buildings that are suitable and accessible to disabled people”. (Source SPI)
	Supporting activities:

Disability

· Continued programme of audits and planned improvements to ensure that the Council’s public service buildings are suitable and accessible to disabled people.  Of the 166 buildings from which the council delivers services to the public, 138 are identified as suitable for, and accessible to, disabled people (Nov 2009)

· 99% of all Customer Service offices (including Registration Offices and Joint Partnership offices) are accessible and all have a Loop system either installed or a portable Loop system on the premises; colour Schemes in Customer Service Offices and signage are also follow accessibility good practice. 

· The Council continues to provide and support improved BSL interpretation services and other communication support to access Council services.  This work is carried out through the Council’s Deaf Services team in Social Work and provided through Deaf Action and the Deaf Communication Project.  A strategic working group on Sensory issues involving elected members, Council and NHS officials and users from Deaf community and visually impaired people, meets and reports on a regular basis to Housing and Social Work committee.
· The Council’s annual Public Performance Survey asks customers who had made contact with the Council about their satisfaction with facilities for people with a disability.  This measure showed a significant improvement between 2004 and 2007, since when it has remained consistent.
· The Council’s website is continually checked to maintain and meet the Web Accessibility (WAI) AA standard and progress is sought to meeting the AAA standard.  

· A staff working group is producing a set of Accessibility Guidance for staff.

· In November 2008, the Council organised a Seminar on Employability is to examine evidence for the scale and type of need for employability services in the Highlands; the way in which services need to adapt or be created;, and the best way to proceed in partnership.
· The Council’s Programme for Administration has made a commitment to secure an increase of 600 houses suitable for older people and people with disabilities.  During 2008/09 119 units were completed with a further 185 units on site bringing the total over the period of the plan to 431. 

· New allotment policy includes provision for equal access and for promotion of allotment use to benefit people with mental illness; this will ensure that the increased availability of allotments includes availability for disabled people.
· The total invested in equipment, adaptations and telecare during 2008-09 was £4.93m. A total of 631 adaptations were made. 540 care and repair adaptation cases within the private sector were approved for grant assistance. 

· Planning and Development’s pre-application pack for major developments (planning applications) provides advice on expectations for disability access.

· In 2008, a Highland project called “Love Is…” to help support people with learning disabilities to be informed enough to develop and sustain safe sexual relationships has won the People of the Year Human Rights Award from a top disability organisation.

· TEC Services are involved in the ongoing provision of dropped kerbs, tactile slabs and audio signals at pedestrian crossings as well as the provision of disabled parking bays.
· Electronic record storage of Blue badge evidence has improved and simplified the services.  In addition the turn around time for Blue Badge Process has gone from 6 weeks to an average of 3 days.
· All relevant procurement contracts comply with an equal opportunities statement. 

· Adult Basic education staff have worked with Lead Scotland to upskill staff who work with people with disabilities so that they are better able to support their clients’ literacies.

· Over the last 4 years there have been various projects supporting independent living for young people and youth club provision.

· Over 500 school children and over 400 adults with various disabilities accessing sport and leisure activities through the Highland Disability Sport Annual Sports Programme around Highland.

· 71 new coaches, volunteers and active schools involved in Disability Sport and trained in disability awareness.

Race
· Interpretation support provision is in place through face-to-face and telephone interpretation contracts, and guidance is available for staff on the use of interpreters and translators.
· A Welcome Pack was produced and published on the Highland Life website with translations in Polish, Lithuanian and Latvian.
· During 2008-09, 1090 new learners were supported with English language tuition (ESOL) through partnership projects.  This was an increase from 758 individuals being similarly supported in 2007-08.

· During 2008-09, 285 inward migrants and their families, who have limited English, were supported by Community Based Language Assistants to settle in to the Highlands.

· Development of a multi agency Gypsy/Traveller Action Plan
· Multi-agency action plan to support in-migration to the Highlands following the opening of the EU to Accession states.

Gender

· During 2008-09, another 250 families were assisted on a path from deprivation into education, training and employment through the Working for Families project. The project is now part of the national Fairer Scotland Fund and evolving into a mainstream service for the reduction and elimination of social deprivation (awaiting gender breakdown)



	Baseline
	2005 – 06 Current level of Council’s accessible public buildings is 24.9%
	

	Target
	2009 Target level for Council’s accessible public buildings is 73.7%
	

	Progress

G
	In April 2009, 80.1% of public caller buildings are accessible

	

	Indicator
2
	Year on year increase in satisfaction levels and reduce dissatisfaction in the Public Performance Survey question on “contact with the Highland Council: facilities for people with a disability”. (Source PPS)
	

	Baseline
	2005 – 06 response Good 60%  Poor 8%
	

	Target
	Annual increase of “good” and decrease of “poor”
	

	Progress
G
	In 2009, 61% of respondents rate the above as “good” and 7% rate the above as “poor”

	

	Indicator

3
	Maintain minimum Web Accessibility Initiative (WAI) AA standard for Council website to be included in Quarterly Performance Reports.
	

	Baseline
	2006 Web framework meets AA standard
	

	Target
	2007 Web framework and content maintain accessibility
	

	Progress
G
	Regular assessment of the Council’s website show that a minimum AA is maintained
	

	
	
	

	Aim: To create fair employment practices and policies, and eliminate barriers to recruitment, employment, training and retention of disabled people in the workplace.

	Indicator 4
	Consider performance measures when full data on applicants and current employees is available.
	Supporting activities:
Disability
· The Council has retained its award of the Positive About Disabled People “Two Ticks” symbol in recognition of our commitments to ensure that disabled people are supported by employers and treated fairly.
Gender

· Successfully implemented a revised pay strategy for employees covered by the Scottish Joint Council for Local Government Employees conditions of service that ensures equal pay for work of equal value. 
· Achieved a successful external equal pay review of the new pay strategy in line with requirements of the ‘Red Book’ agreement ( which covers single status and job evaluation for local government employees ) and following the guidance issued by the Equal Opportunities Commission
· Achieved a successful external equalities review of the proposed package of Harmonised and Non-Discriminatory Terms and Conditions for employees covered by the Scottish
· Joint Council for Local Government Employees conditions of service 
· There continues to be an increase in the proportion of women in the highest paid posts in the Council, this is supported by a Women in Management programme which has developed workshops, a mentoring scheme and has delivered a number of events.

· During 2009, the Council settled 2339 cases of potential equal pay liability totalling £3.5M.

· A Childcare Voucher scheme was introduced in 2007.  During 2007- 08 the voucher programme was used by 146 staff.  In 2008-09, it was used by 164 staff (71% female and 29% male).
· The Council introduces and and implemented a Supporting Employees Experiencing Domestic Abuse Policy and action plan in February 2009.
Cross cutting

· Since 2004, over 700 lead staff have attended Recruitment and Selection Training which includes equality requirements.

· Highland Council has supported the Highland Diversity Awards organised by the Highland Employers Network and is a partner in the network
· Information collected from the Employee Survey has been analysed using equalities monitoring.  In addition the Employee Survey asks questions about perceptions of the Council as a fair employer and about personal experiences of discrimination, and attitudes to and experience of flexible working opportunities..
· There are a range of flexible working and family friendly policies in place.

· Until full implementation of a new Payroll and Personnel system is operational, an interim measures has been introduced to collect data on applicants and appointments.

· A series of data gathering exercises has verified information on staff in post



	Baseline
	TBC
	

	Target
	TBC
	

	Progress
A
	Further work required on data collection and analysis

	

	Indicator 5
	All lead officers to be trained in fair Recruitment and Selection practices 


	

	Baseline
	By 2005 -06 542 lead officers have received training
	

	Target
	TBC
	

	Progress
G
	By 2010, 763 lead officers have attended R & S training

	

	Indicator 6
	Annual increase in the number of women in management in the Council (SPI)


	

	Baseline
	(All 2005-2006), Women were:

30.9% of top 2% earners in council 

35.7% of top 5% earners in council 

34% head and deputes in secondary schools

83.3% head and deputes in primary schools
	

	Target
	Annual increase
	

	Progress
G
	(All 2008-2009), Women were:

34.3% of top 2% earners in council (SPI)

38.3% of top 5% earners in council (SPI)

36.7% head and deputes in secondary schools

80.6% head and deputes in primary schools


	

	Aim: To increase engagement, involvement and representation of equality groups participating in public life and decision making.

	Indicator 7
	Year on Year increase in the number of staff trained (at all levels) in the Standards of Community Engagement.
	Supporting activities:
Disability
· The Council has assisted with the organisation and arrangements for a roadshow event being held by the campaigning group on behalf of disabled people, Inclusion Scotland.  

· Ward Forums are held in accessible venues

· Review of Polling stations to ensure accessible venues are used in future elections.

· Streetscape works in Dingwall and Nairn have involved local Disability Access Panels from the outset and at regular stages and provide a model for future projects of this type.

· Consultation on Towards a Mentally Flourishing Highlands.

· Council Service provide support for and involvement with a wide range of organisation working with disabled people to improve life chances and access to opportunities

· Regular consultation opportunities, for example with disability access panels, mental health, learning disability, sensory impairment groups

· Joint work with partners to consult with disabled people in the development of Disability Equality Schemes

Age

· Council services (esp SW and ECS) support a range of organisations working with and for older and younger people 

· Highland Youth Voice conference in 2007 focused on young 


people and equality.

Race

· Joint work with partners to consult on review of race equality schemes

· Support for and attendance at cultural activities and other events such as Diwali, International Women’s Day, CEMVO democracy events, Ethnic Minority Law Centre, Chinese New Year, Eid

Gender
· With partners, consultation with a range of organsations and individuals on the development of a Violence Against Women Strategy, including Women’s Aid groups, Men’s Health.

· Advisory group member, and former chair, for the Women@Work project
Faith

· Capacity building and ongoing support to the Inverness Inter Faith Group and a point of contact for the Scottish Inter Faith Council

Sexual Identity

· Maintains contact with local LGBT groups

· Support for the Highland Rainbow Folk LGBT history month event 2010.

Cross cutting

· Council Services supports and engages with equality groups and good links exist with many groups in Highland and nationally.
· Joint engagement with communities on the review of partner agencies equality schemes.
· Development in Social Work of “Good Practice Guide – Enabling Service User and Carer Participation”

· Dialogue with a range of groups in developing strategy in the area of Community Care – Stakeholder Forums
· Highland Council maintains a database of over 150 local and national groups with an interest in equality issues.


	Baseline
	2006: 16 people trained
	

	Target
	TBC
	

	Progress
G
	By 2009, 89 staff have been trained in the Standards of Community Engagement

	

	
	
	

	Aim: To create a culture in the Council that promotes equality, and eliminates the potential for unlawful discrimination.

	Indicator 8
	A partnership Violence Against Women Strategy is adopted

	Supporting Activities:
Gender:

The following Highland Violence Against Women Strategy, 2008-11 actions were completed between December 2009 and April 2010:

· The development and completion of multi-agency guidance for responding to Violence Against Women, which includes specific responsibilities for Council staff in Social Work, Housing and Education Culture and Sport Services

· Development of a Gender Equality Policy for schools, which will help to tackle Violence Against Women and occupational segregation in the future

· Agreement of the minimum standards that perpetrator programmes supported by Criminal Justice Social Work will adhere to – and work is now being taken forward to source appropriate training, materials and resources

· Two Housing protocols are also being developed – one jointly with Violence Against Women support services to help reduce homelessness and increase housing support for women affected and another jointly with Northern Constabulary to ensure properties are secure and safe
· Violence Against Women Training across Highland continues and has been further enhanced with the addition of two new training course, “What we need to know when working with perpetrators of domestic abuse” and “Sexualisation of Culture”

Cross Cutting:

· The Council’s Employee Survey 2007 included questions on perceptions of equality the first time.  Results showed that 19% of staff think that Council employees face discrimination on the basis of their age; 10% on account of gender and disability. A smaller proportion reported having directly experienced disadvantage related to any equality strand.  Results for 2010 survey show a decrease in both perceptions of discrimination and experiences.
· The 2008 and 2009 Public Performance Surveys have made much more detailed analysis of data by age, gender and disability and noted throughout the report where there are significant differences.  

· With Community Planning Partners, development of an on-line reporting system and associated support to report and record Hate Incidents.  Supporting activities included a branded campaign; involvement of disability and other equality groups; and recruitment, guidance and training of third party reporting organisations.  This action was a direct result of feedback during the development of the first DES.

· The Council offers a range of training related to Equality and Diversity.  A one day Equality and Diversity training course delivered by the Council’s Employee Development team is central to this work.  There is currently a target of 300 staff a year, and over 2000 staff have attended the training since 2004.  Between 2003 – 2006 approximately 500 staff attended disability awareness training.  Since 2007 the Council has purchased E-learning licences for a Disability Confident course.


	Baseline
	2007 no strategy
	

	Target
	Strategy developed by 2008
	

	Progress
G
	Partnership VAW Strategy complete in 2009

	

	Indicator 9
	Year on Year increase in the number of staff attending Equal Opportunities and Diversity training and Disability awareness training
	

	Baseline
	2006 Equality and Diversity training: 1247  Disability Confident: 0
	

	Target
	2007 Equality and Diversity training: 1547  Disability Confident e-learning 100
	

	Progress
G
	By 2009, 2100 staff have attended Equality and Diversity training and133 staff have attended Disability Awareness e-learning (prior to 2007, 5000 staff attended direct disability awareness training).

	

	
	
	

	Aim: Ensuring the Council meets its public sector duties and promotes equality

	Indicator 10
	Create a measure for the number of Equality Impact Assessments to be done each year once user feedback is analysed with service screening of policies.
	Supporting Activities:
· Arrangements have been put in place to support and inform staff of the requirements to carry out Equality Impact Assessments

· Between 2003 – 2009, the Council prepared a monthly electronic equalities bulletin which was distributed by HIEF to a circulation of @ 1000.
· Highland Council has prepared a newsletter on behalf of partner agencies to promote equality and diversity work.

· Senior Managers have undertaken training and self assessment of equalities work in the Council

· The Council attends regular meetings of the Scottish Councils Equalities Network

· Governance has been put in place through the Equalities working group and reporting to SMT.

· The Council is an active participant in the Highland Community Planning Partnership Equality and Diversity group.

· Established with the new Equality and Human Rights Commission in Scotland and senior staff and elected members met with the new Commission in 2008 and 2009.


	Target
	100% of all new and reviewed policies and functions are assessed for relevance to equality
	

	Progress
A
	Between 2007 – 2010, over 200 policies, functions and practices have been assessed for relevance to equality

	

	Measure
	Ensure that reporting and review duties are met 
	

	Baseline
	2002 no regular reports
	

	Target
	Twice yearly reports to Committee
	

	Progress

G
	Since 2007, progress reports have been made twice a year to Resources Committee across the 3 schemes and schemes have been reviewed.
	

	
	
	


	G


	Complete or on track

	A 

	Some slippage, or concern

	R


	Significant slippage, amendment or cause for concern


Single Equality Scheme: Draft Action Plan 2010 - 2011

It is proposed that, until further guidance is available on the new public sector duties, the five key objectives from the previous three schemes will remain in place for 2010 – 2011. The revised action plan builds on and continues earlier activities.  Where there are common activities across all or some of the protected characteristics these have been combined.  Further work will be undertaken to streamline and prioritise actions and relevant actions from the previous separate schemes will be rolled forward.  
Key Objective 1: Deliver accessible services and to treat customers fairly and with dignity and respect
	Measure or action
	Equality Strand
	Lead Service(s)
	PerformanceManagementReferences
	How will we know

	Policy development ensures that equality issues are considered trough equality impact assessments (EQIAs), accessibility guidance, equalities monitoring guidance and information gathering
	All
	CEXO
	1.1, 1.2, 1.3, 1.4, 1.5
	All new and reviewed policies are assessed

	Services provided directly and service procured, commissioned and grant-aided are accessible and treat our customers with dignity and respect
	All
	Finance

CEXO

ECS
	1.6, 1.7, 1.8
	Procurement contracts, grant awards take account of equality duties

	Ensure our premises, facilities, services and information are accessible
	Race; Disability
	CEXO

P & D

ECS

TEC
	1.9, 1.10. 1.11. 1.12, 1.13, 1.14, 1.15, 1.16, 1.17, 1.18, 1.19
	Increase in the number of premises that are accessible.

Increase in the number of ESOL learners

Web site maintains WAI AA.

Monitor provision of interpretation

	Addressing disadvantage as it affects equality groups


	All
	CEXO

SW

H & P

ECS
	1.20, 1.21, 1.22, 1.23, 1.24, 1.25, 1.26, 1.27
	Increase n the number of customers reached with money advice and welfare rights.

Increase no. of houses suitable for older and disabled people.

Women and men are supported through Early years activities


Key Objective 2: Ensure that our employment practices and policies are fair and accessible

	Measure or action
	Equality Strand
	Lead Service
	Ref.
	How will we know

	Review current employment policies and amend to ensure they meet the new Act
	All
	CEXO
	2.1, 2.2, 2.3
	Policies comply with Equality Act 2010.

Maintain Double Tick symbol

	Ensure that equalities are included in recruitment and selection, PDP, management and induction training, and continue with Women in Management programme. Tailor training provision in order to improve implementation - consider case to make mandatory Develop staff networks with partners.


	All
	CEXO
	2.4, 2.5, 2.6, 2.7, 2.8, 
	Increase in the number of lead officers undertaking recruitment and selection training.

At least one network meeting per year.



	Measure, understand and learn from current outcomes in employment practice through SPIs, workforce monitoring and employee survey
	All
	CEXO
	2.9, 2.10, 2.11, 2.12
	Publish annual report on staff equalities monitoring.

Annual increase in the number and proportion of the highest paid earners.




Key Objective 3: Increase engagement, involvement and representation of equality groups

	Measure or action
	Equality Strand
	Lead Service
	Ref.
	How will we know

	Review our practices against the standards of engagement for all consultation and involvement including the public performance survey.


	All
	CEXO
	3.1, 3.2, 3.3, 3.4, 3.5, 3.6
	Increase in number of staff attending training on Standards of Community Engagement.

Increase in customer satisfaction in PPS.

	Ensure all policy development offers opportunities for equality groups to contribute using a range of methods and maintaining a list of contacts.
	All
	CEXO
	3.7, 3.8, 3.9, 3.10, 3.11
	Demonstrating equality groups are involved in policy development.


Key Objective 4: Create a culture in the Council that promotes equality, and demonstrates that discrimination and harassment on equality grounds will not be tolerated

	Measure
	Equality Strand
	Lead Service
	Ref
	How will we know

	Awareness raising through including equality and diversity issues in a range of media information and continue training for staff and members
	All
	CEXO
	4.1, 4.2, 4.3, 4.4, 4.5, 4.6, 4.7, 4.8
	Annual increase in the number of staff who have attended E & D training by at keast 300.

Equality issues are included in the Big Picture.

Twice yearly partnership E & D newsletter

	Continue to contribute to equalities work with the Highland Community Planning Partners and work with other partners including other local authorities and the Equality and Human Rights Commission
	All
	CEXO
	4.9, 4.10, 
	Representation at meetings

	Develop Hate Incident reporting and recording including work with third party reporting organisations, promotion of the Hate Free Highland campaign and monitoring reports.
	All
	CEXO
	4.11, 4.12, 4.13, 


	Increase in the number of reported incident, but ultimately reduce the occurrence of hate incidents and crimes.

	Implement Violence Against Women Strategy, and continue to play an active role in the partnerships strategy group, raise awareness through training and actions to protect women, children and young people
	Gender
	SW
	4.14, 4.15, 4.16, 4.17, 4.18, 4.19, 4.20
	Increase in the number of HC staff participating in VAW training


Key Objective 5: Demonstrate that the Council continues to meet its public sector duties

	Measure or action
	Equality Strand
	Lead Service
	Ref
	How will we know

	Produce single equality scheme and review monitoring and reporting mechanisms in line with new duties, and prepare for the introduction of the Equality Act.
	ALL
	CEXO
	5.1, 5.2, 5.3
	Single equality scheme published and review mechanisms in place.

	Implement new EQIA process and revise all polices and equality impact assessment process in line with the new duties and embed action planning within Service Plan process and to ensure equalities are embedded in service plans
	ALL
	CEXO
	5.4, 5.5, 5.6, 5.7
	EQIA screenings are monitored and assessments are published.

	Produce single equality scheme for the Education Authority and review monitoring and reporting mechanisms in line with new duties
	All
	ECS
	5.8
	Single equality scheme for education published

	Dissemination of information to support the single equality scheme to SMT, committee, also through and HC and Highland Life Websites, and continue work with partners.  Investigate mechanisms to more fully engage members on equality issues.
	All
	CEXO
	5.9, 5.10, 5.11
	Reports twice a year to SMT and Resources Committee.

Involvement in partner activities related to Equality.

Up to date information on websites

	Develop performance framework for the single equality scheme
	All
	CEXO
	5.12
	Recording, monitoring and reporting of annual progress will be carried out through new electronic system.
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� � HYPERLINK "http://archive.cabinetoffice.gov.uk/equalitiesreview/" ��The Equality Review�, 2007


� Race Relations (Amendment) Act 2000


� Disability Discrimination Act 2005


� The Equality Act 2006


� The difference in the median hourly earnings of all men and all women, both full-time and part-time.  Source: Annual Survey of Hours and Earnings (ASHE) 2009.


� � HYPERLINK "http://www.equalities.gov.uk/PDF/Age%20Friendly%20Society-FACTSHEET.PDF" �Creating an age-friendly society�, Government Equality Office 2009


� � HYPERLINK "http://www.stonewall.org.uk/at_school/resources/3778.asp" ��The School Report: the experiences of young gay people in Britain’s schools,� Ruth Hunt and Johan Jensen , Stonewall Publication 2007.


� Office for National Statistics Labour Force Survey, Jan–March 2009.


� Labour Force Survey, second quarter 2009


� Census 2001


� Morton, J. (2008), Transgender Experiences in Scotland: Research Summary, Scottish Transgender Alliance.


� � HYPERLINK "http://www.equalityhumanrights.com/uploaded_files/research/12inequalities_experienced_by_gypsy_and_traveller_communities_a_review.pdf" �'Inequalities Experienced by Gypsy and Traveller Communities',� a literature review 2009


� Population estimates GROS 2008 mid year estimates


� �HYPERLINK "http://www.highland.gov.uk/yourcouncil/yourcouncillors/councillorscontactdetails/ward14/ward-14a.htm"�Strengthening the Highlands,� The Programme of The Highland Council 2009-2011


� �HYPERLINK "http://www.highland.gov.uk/NR/rdonlyres/81A1899E-65B4-4512-BBEB-03DB8D9D0BC5/0/CorporatePlan200911.pdf"�The Highland Council Corporate Plan�, 2009 - 2011


� �HYPERLINK "http://www.highland.gov.uk/NR/rdonlyres/E54BFEF5-777C-40D8-8597-80C42F5C8517/0/SingleOutcomeAgreement.pdf"�The Highland Single Outcome Agreement�, July 2009


� �HYPERLINK "http://www.scotland.gov.uk/Publications/2004/04/19166/35253" \l "b9"�The Local Government in Scotland Act 2003, Best Value Guidance,� Scottish Executive 2003


� Draft Joint Community Care Plan 2009-2012


� Highland Council Workforce Management Plan, August 2008


� � HYPERLINK "http://www.scotland.gov.uk/Publications/2006/11/20102424/0" ��High Level Summary of Equality Statistics: Key Trends for Scotland 2006�


� � HYPERLINK "http://www.equalityhumanrights.com/fairer-britain/equality-measurement-framework/" ��Equality Measurement Framework, EHRC 2009�


� �HYPERLINK "http://83.137.212.42/sitearchive/drc/docs/DED_involvement_Guidance_focus27_new.doc"�Guidance on Involving Disabled People and the DED,� DRC, 2006


� � HYPERLINK "http://www.equalities.gov.uk/docs/The%20Equality%20Bill.doc" �Equality Bill Factsheet�, Government Equality Office, March 2010
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