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1. Why does Darlington Borough Council need a Corpor ate
Equalities Review and Plan 2003/20047

Delivering improvement in equalities performance is avital part of what Darlington Borough
Courxil needs to do to become an excell ent authority.

Presaure to deliver improvements in equaliti es performance is coming from diff erent places.
The Community Strategy is driving this agenda and hes identified “ narrowing the inequalities
gap” and “building community confidence” astwo of the four key aimsto promote inclusive
communities. Another source of this pressure is from Courcil Tax-paying residents
themselves who deserve nothing lessthan fair access to Courcil services.

Darlington Borough Council needs a Corporate Equalities Plan and Review document to
prove that it is delivering performance improvement in equalities and to demonstrate that it
has attained level two of the Equality Standard for Local Government. It is the first time such
adocument has been published. It is hoped that in the future it will provide aframework for
the reporting of further performance improvement in equalities.

This Plan shoud be read in conjunction with the following related pdicies:

Equal Opportunities Policy

Racial Equality Policy

Guidelines for Reporting and Deding with Suspeded Racia Incidents
Anti-Harassment and Bullying Policy

The Race Equality Scheme

A review of some of these padlicies has already begun. Where published policies are not up to
date with current legislation they are supplemented with specific guidanceto ensure that
procedural changes, which facili tate compliance with legislation, are made.
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Darlington Borough Council

Equa Opportuniti es Policy

.....Darlington Putting People First......

Section 1 - Darlington Borough Courcil’s Commitment

As an Authority, we are ammmitted to equality of oppatunity for al in ou service delivery,
employment and in the way we operate & an organisation. This commitment is expressed
through the principle of ‘mainstreaming’, which aims to integrate equality as a core value
into everything that we do.

We recognise that groups of people within the ciommunity could be disadvantaged, because
of their age, gender, disability, race and ethnicity, sexual orientation, social classor religious
beliefs, or for other reasons listed in Appendix A. Individuals could potentially be
disadvantaged or discriminated against by the way our services are structured and celivered,
by the dedsions which we take in ou various regulatory functions, or by our actions as an
employer. Asaresult people may be denied access to the services or consideration to which
they are entitled.

The disadvantage which people experience may be dueto drect, indirect or institutional
discrimination. These terms are defined more fully in sedion three of this gatement.

Section 2 — Darlington Borough Courcil Statistics
Darlington Borough Council covers apopulation d 97,888 which ismade up o the
following groups of people:

« Women represent 51%" Men represent 49%

* People of 14 yeas & under represent 19%>

« People over the retirement age represent 19%°

« The ethnic minority adult popuation represents 1.5%"

« Itisestimated that at least 10% of the popuationis gay or lesbian®

« Itisestimated that well over 10% of the population has amental or physical disability®

Section 3 - Aims and Objectives
We recognise that discrimination is unacceptable on any grounds. We seek to create a
climate which is underpinned by an understanding of discrimination and oppresson.

We recognise that discrimination can take many forms including:

» Dired Discrimination — treating one person lessfavourably than athers because of, for
example their race, sex or disability;

* Indirect Discrimination— creating a condition, term of employment or requirement of
service delivery which canna be justified and which, in pradice, prevents people from
certain groups from receiving a service;

! Tees Valley Joint Strategy Unit

2 Tees Valley Joint Strategy Unit

% Tees Valley Joint Strategy Unit
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5 Local Government Information Unit
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» Institutional Racism/ Institutional Discrimination — the olledive failure of an
organisation to provide an appropriate and professional service or employment condtion
to people because of their race, sex or disability;

» Harassment —individuals or groups of individuals are harassed or abused because of their
race, sex or disability;

 Victimisation— can come from two angles, firstly where apersonistreaed less favourably
because they have, or it is suspected that they will, pursue their rights to equality in service
delivery or employment condtion iathe cmmplaints procedure and / or legal proceedings.
Secondly, Darlington Borough Courcil acknowledges that as awitnessinvolved in a
discrimination case, the witnessmay aso become victimised by others and treated less
favourably.

Many conscious and unconscious acts of discrimination are influenced by prejudice and
stereotyping. Stereotyping and prejudice giverise to urfair and/ or unlawful discriminatory
pradices. Therefore, beginning to chall enge yourself as well as other peopleis an important
part of anti discriminatory practice.

» Prejudice - involves making a pre-judgement about something before experiencing or
fully understanding the true ancept of the situation. It can lead to the development of
discriminatory attitudes abou certain kinds of people, produce negative views abou
different lifestyles, diff erent vaue systems, standards of behaviour and the value we place
on aher peopl€’ s right to choose to be diff erent.

» Sereotyping - involves the pre-judgement of people based on stereotypical information
and making generali st assumptions about a person or agroup. These generalist
assumptions are often based onfalse or misleading information.

Section 4 - Resporsibility for Equal Oppartuniti es

The m-operation of all employees is essential for the success of this policy statement,
however, the overall development, implementation and resporsibility of the pdlicy is placed
with the Chief Executive, members of the Council and departmental directors.

Employees referred to in this document includes officers employed on full-time, part-time,
job-share, casual or temporary basis, and all other persons who are acting on behalf of the
council, including eleded members and contractors.

Courril Responsibility
We have aresporsibility to ou community and should act as arole model as aresponsible
employer of the Borough. In undertaking this we will endeavour to ensure that:

» al services, fadliti es and resources are acessible and wseful to every citi zen regardlessof
individual circumstances,

* notolerancewill be given to discrimination onthe grounds of gender, age, race, colour,
ethnic origin, religious belief, disability, martial status, sexual orientation or any other
reason which cannot be shown to be justified.

Manager’s Resporsibility

It is every manager’s resporsibili ty to ensure that the promotion and cortinuation o equality
in both employment and accessto service provision are met, in addition managers are
expected to:

» ensurethat their services are, asfar as practicable, resporsive to dff erent community and
individual needs;



* meet particular, reasonable needs of individuals in our community who wish to access our
services,

* beresponsible for communicaing this palicy to all employees and ensuring that all
employees are fully aware of their individual responsibilities and d the Council’ s legal
resporsibilities with regard to equal oppatunities and make the Council’ s services
available to everyone in the community.

Individual Resporsibili ty

All employees have ageneral resporsibility to comply with equality legislative ades of
pradice, and with the equality policies of the Council. They should also observe the

Courxil’ s guidelines to ensure non-discriminatory condct at work andin their relations with
the Courril’ s customers.

If an employee, in undertaking duties and resporsibilities on the Council’ s behalf, witnesses a
discriminatory incident, they have the duty of care to other employees and members of the
pulic to challenge discriminatory behaviour and practice. Pleaserefer to Section 12 -
Making a Complaint on the Grounds of Equal Opportunities.

Section 5 - Equal Oppartunities and the Law

We will endearour to eliminate all discrimination, both dired and indirect, against everyone
regardless of individual circumstances, in the promotion o our services and in the
employment of our locd community.

This policy has been developed within aframework of existing legislation and codes of
pradice.

The relevant Acts of Parliament relating to equal opportunities policy are:

* Locd Government Act 1966 (Section 11):

* Rehabilitation d Offenders Act 1974,

» Sex Discrimination Act 1975and 1986,

» RaceReations Act 1976and Raae Relations (Amendment) Bill;
* Equal Pay Act 1970and Amendments 1983;
* The Public Order Act 1986;

* Employment Act 1989;

» The Disability Discrimination Act 19%;

* Human Rights Act 199%8;

* Protedionfrom Harassment Act 1997

» Part Time Worker Regulations 200Q

In addition, the aourcil will comply with the following codes of practicerelating to equal
oppatunities; including guidance available from:

* Equal Opportunities Commisson;

» Commission for Racial Equality;

 Disability Rights Commisson;

» ACAS: Advisory Concili ation and Arbitration Service;
» Disability Rights Code of Practice;

» Age Discrimination Code of Pradice



In the framing of this policy, we have also considered the implications and findings of the
MacPhersoninquiry into the deah of Stephen Lawrence All individual Council departments
will take into account the appropriate legislation and ad according to best practicefor the
development of the individual service eguality policies and the mntinual evaluation and
monitoring of the service delivery strategies.

We have also taken into account European and United Kingdom legislative frameworks
regarding equal oppatunities, employment and hedth and safety issues in formulating
corporate personnel palicies.

All managers and employees $roud be avare of the detail s and impli cations of other Courcil
palicies and ensure that the pdlicies are alhered to in anondiscriminatory manner to all
employees and potential employees.

Valuing and managing diversity

As an authority we recognise the need for diversity in our approad to employment.
Employing individuals from a wide range of backgrounds should enable the murcil to have a
greder focus to med customer needs over abroader area of issues and should provide the
range of skills necessary to meet ever changing demands and agendas.

We will endeavor to ensure that we canvas as widely as passible for applications for jobsin
order to establish aworkforcethat is genuinely representative of the locd community and our
customer base. Where necessary we will use paositive actionin arder to ensure that the
workforce is representative of the local community.

Positive Action

The ourcil aimsto ensure that the mmposition of the workforce at all levels broadly reflects
that of the locd community it serves, particularly in terms of gender, disability and ethnic
origin.

Positive action is aterm that is used for measures taken urder Section 37and 38 of the Race
Relations Act 1976 which enables employers, training bodies, trade unions and employers
asciationsto :

» encourage gplicaionsfor jobs or membership from members of a particular
underrepresented group; and
» provide training to overcome/ redress the inequaliti es in accessto employment.

Positive Discrimination

Unlike pasitive adion which is a proadive method of reauiting ethnic minoriti es or
underrepresented groups to an arganisation, pasitive discriminationisillegal. Positive
discriminationisill egal regardlessof whether it is practised against or in favour of a member
of an ethnic group.

Managers should be avare of acts that would be construed to be pasitive discrimination when
shortlisting and interviewing candidates, including :

» seleding ablack or ethnic minority person or awoman irrespedive of merit to gve the
organisation a goodimage;

» sdeding aperson simply because they are black or from an ethnic minority to creae a
radal balance;

» sdleding awoman simply because she is awoman to achieve abalance of sexes.



Genuine Occupational Qualification

Thisisaterm used for appointments made under Sedion 5(2)(d) of the Race Relations Act
1976 It providesthat racial origin can be agenuine occupational qualificationfor ajobin
limited circumstances. Individuals can be selected for ajob onracial grounds, for example,
where apost is concerned with the provision of services for the welfare of individuals of
particular radal groups, and these services can most appropriately be provided by a member
of the specific racia group. Similarly, Section 7of the Sex Discrimination Act 1975
provides that gender can also be classfied in limited circumstances as a genuine occupational
gualification.

Section 6 - Accessto Services

Wewill endeavour to ensure that our services are equally accessible to all people, free from
prejudice and unfair discrimination and sensitive to the needs of all local communities. We
will ensure that:

» wedeliver services which are flexible and responsive, target appropriate needs and,
wherever possble, remove barriers which may deny access

» dedsion making is open and visible to members of the community (always respecting the
confidentiality of individual cases and any legal restrictions);

» where we enter into contrads or tender for the provision of goods or services we require
compliance with equalities legislation and goodpradice, as far as the law allows us to.

Partnership
Where we enter into partnership with other organisations we will ensure that they have an

equal oppatunities policy and that we work together to ensure that services provided in
partnership comply with this pdlicy.

Section 7 - Best Value

In reviewing our services through the standard best value procedure and methodology, equal
oppatunities will be assessed to ensure that no service unfairly discriminates against any
members of our community. With regard to the 4Csin the Best Value framework, equal
oppatunities will be;

Challenged to ensure that design and celivery of a service will meet the needs of the
whole ommunity;

Consulted to ensure that the ansultation process isinclusive and accessible to all
members of the mmmunity;

Compared generic benchmarking standards will be used and integrated into the best
value review procedures;

Competed equal oppatunities and Best Value should over time produce fairnessand

equality in service delivery acrossall services whether in house, contraded
out or in partnership with other businesses or groups.

The Human Resource Management Divisionwill continue to monitor Best Value
performance indicaors relating to equal opportunities and set targets, plans and paliciesin
order to addressany under representation in certain groups. Thisincludes the monitoring of:

BVPI 11a- The percentage of top 5% of earners that are women

BVPI 11b- The percentage of top 5% of earners from black and minority ethnic
communities

BVPI 16- Number of employees aubject to the Disability Discrimination Act asa
percentage of the total workforce

BVPI 17 - Number of ethnic minority employees as a percentage of total
workforce
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Section 8 - Employment and Training
We are ammitted to eliminating unfair discrimination from all aspects of our employment
pradice. As one of the largest employers in the Borough, the Courcil will seek to:

» provide gquality of employment oppatunity to all applicants and prospedive gplicants
by eliminating unfair discrimination from recruitment and seledion procedures;

» eiminate unfair discrimination from the employment opportunities off ered to existing
employees, by ensuring that all employees are treated for promotion onthe basis of their
merits, abilities and skill and are given equal opportunitiesto progresswithin the
Authority;

» eiminate unfair discriminationin the provision d training and development oppatunities,
so that all individuals can reali se their full potential and contribute to the aims and
objedives of the organisation;

* recognise that certain groups may experience discrimination in employment and will seek
to take positive action when inequality becomes apparent;

* take paositive actionwith aview to ensuring that our workforce & all levels refleds the
communitiesit serves;

* educate all employees of this Policy of their right to protection from discrimination,
harassment or victimisation;

 trea failureto comply with this Policy as a disciplinary offence.

Training and Development Oppartunities

We acknowledge that resporsibili ty for the successul implementation of equality and
oppatunity in employment and service delivery lies with Members and employees. We will
therefore, promote enhanced awarenessof unfair discrimination a potentially discriminatory
pradice, attitudes and kehaviour so that they can be identified and eliminated.

Wewill endeavour to ensure that everyone engaged in selection and promotion will
undertake gpropriate equal oppatunitiestraining. We will attempt to encourage all
employees to urdertake training relevant to their appantment and will ensure that no-one is
refused accesson the grounds identified in Appendix A. We will also ensure that all
employees undertake relevant training in equal opportunities issues to raise the awareness,
understanding and importance of equal oppatunitiesin the work place and in service
delivery.

We will also ensure that the mntent of all training courses reflects our commitment to
equality of oppartunity.

External training providers wil | be evaluated and assessed to ensure that the course material
and the delivery of information compiles with the detail s outlined in this policy.

Equal Pay and Job Evaluation
We recognise the principles of the Equal Pay Acts of 1975and 1984and apply them to pay
and ather contractual matters and prohibit discrimination where men and women are doing :

* likework;
» work which hes been rated as equivalent;
» work which is of equal value.
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In applying the principals of the Equal Pay Acts, we ae cmmitted to promoting equal pay
across all our jobs to bah existing employees and to new employment opportunities. We
operate apay system which is based on oljedive aiteria and free from bias. Inthe
promotion d equal pay all managers will ensure that:

» where an existing job changes or additional duties become arequirement of the post, an
evaluation d the post will be undertaken to ensure that the salary and gade awarded is
corred, fair and nondiscriminatory to other posts;

» where anew positionis created, the line manager and departmental director will produce a
job description and the post will be evaluated prior to advertisement and approval. The
evaluation will be based on the duties and resporsibilities defined in the job descriptionto
ensure that afair and accurate grade is applied;

» where apaostholder is appointed to a newly creaed post, the jobhdder will undertake ajob
evaluationinterview six months from the start date to ensure that the post has been
evaluated correctly as the post develops.

The Human Resource Management Division d Corporate Services will also ensure that:

» adequate and appropriate training and guidanceis avail able for managers and supervisory
staff involved in dedsions on pay and benefits.

Section 9 - Actionfor the Way Forward

Our visionis of making Darlington* ...a place where people want to live, work and are ale
to enjoy a high quality of life”. Any form of discrimination that disadvantages particular
groups of people, hinders progresstowards thisvision. It erodes the quality of life andis
unacceptable and harmful to the community asawhale.

A series of aims and ohjectives have been adopted to guide everything that we do towards
thisvision. One of our aimsisto “treat al i ndividuals fairly, as a service organisation and an
employer”. Every Courrcil department and employee has a part to play in respondng to this
am in putting our equal oppartunities commitment into practice.

Mainstreaming will reguire departments and services to set equal oppatuniti es objectives and
targets to ensure @ntinuing improvement in equality performanceyear-on-year. The
principle mechanisms for pursuing this improvement will be:

» Department and Service Plans (incorporating regular monitoring and reporting of
performance within the Best Value regime);
* Best Vaue ServiceReviews.

Every department will be resporsible for developing and implementing an action plan for
equality, through;

* establishing the needs and satisfadion levels of those using our services;

* identifying user needsin relation to access to information, for example, translation
requirements, providing information in aternative formats, providing hearing loops etc.;

* taking into acmunt the needs of service users when new services are planned.

Within each department’ s equality mainstreaming action planning process priorities will be
identified to monitor core services by age, disability, ethnicity and gender in arder to:
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* improve service take up;

* identify where dhanges can be made;

* Dbetter target resources to address need;

» feed equality data analysisinto the departmental service planning process
» demonstrate improvements.

Section 10 - Continuows Development

It is acknowledged that this policy is not a static document and that it will require ongoing
review. Changesto the document may be required for a number of reasons including new
legislation a through lessons learned as the palicy becomes operational .

This policy shoud also not be used in isolation from other Courcil policies, guidelines and
pradices. Equal oppatunities underpins the whole function of the Council in the way we
operate and celiver our servicesto the local community.

The resporsibili ty for updating and monitoring the successof the policy will lie with the
Mainstreaming Equal Opportunities Group. Thiswill be undertaken at |east annually.

Section 11 - Making an Equal Opportunities Complaint

An employee or service user who fedsthey have nat been fairly treated within the scope of
this pdlicy, should raise the matter through the Council’ s approved Grievance Procedure (for
employees) or Feedback System (for service users).

Any act within the murse of an individual employees employment, which is deemed to be
unfairly discriminatory to another employee, a group a organisation, will be treded as
potential grossmisconduct under the Courcil’s Disciplinary Procedures.

Any act of racial discrimination, including making derogatory remarks and harassment
direded towards other employees or members of the public; including the giving of
instructions to bring about pressure on other employees to discriminate, will be dealt with
through the Courcil’s Radal Equality Policy. All racial incidents should be reported using
the Courxil’s procedure for reporting radal incidents.



Appendix A

Possble Reasons for Discrimination

Services, fadlities & resources hould be accessible to everyone regardless of -

* Age

» Class

e Gender

» Sexual orientation

» Disability

» Unrelated criminal convictions
e Colour

* Race

» Ethnic origins

» Nationality

» Employment status

e HIV status

» Marital status

* Religiousbeliefs

» Political beliefs

e Trade Union activities

» Commitmentsasa caer

* Responsibilities for dependants
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3. The Equality Standard

What will it do?

The Standard recognises the importance of providing equal accessto local government
services and employment and fair treament for staff and customers. It isatod to provide a
way of ensuring that the egualiti es agenda is mainstreaned aaoss departments and services.

The Standard was written to provide a mmmon approach for deding with race, gender and
disability equality issues. Darlington Borough Council’ s understanding of the equalities
agenda goes further. This standard will apply to preventing discrimination on all of the
grourds described onpage 14 of this document.



How doesthe standard help to moder nise local government?

The Government has committed itself through its modernising programme to place equal
oppatunity at the “heart of the government’s agenda’ by “eliminating unjustified
discrimination wherever it exists and making equality of opportunity aredity for all” (Home
Office, 2000).

The Equality Standard has been developed under the joint guidance of the Employers’
Organisation for Local Government, the Commission for Race Equality, the Equal
Oppartunities Commisgon, the Disability Rights Commisson and the Audit Commission.
The Standard is part of a processof harmonising and extending anti-discrimination
legislation, which will eventually lead to the formation d a Single Equalities Commission.
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What isit?

The Equality Standard will :

Provide a systematic framework for the mainstreaming of equality.

Help local authorities to mee their obli gations under the law.

Integrate equality policies and objectives with Best Value.

Encourage the development of anti-discrimination practice gpropriate to locd
circumstances.

Provide a basis for tackling all forms of institutionali sed discrimination.
Provide a basis for improving equaliti es performance.

The Standard complements the authority’s other drivers for performance improvement (for
example Best Value, Beacon Council Scheme, Comprehensive Performance Assesament). It
provides aframework for integrating these goproaches with the Courrcil’ s own equal
oppatunities policy.

17



L egislation and Enfor cement

Some relevant equalities legislationis sammarised below:

The Equal Pay Act 1970

The Equal Pay Act 1970 makes it unlawful for employers to discriminate between men and
women in terms of their contracts of employment.

The Sex Discrimination Act 1975and 1986

The Sex Discrimination Act prohibits unlawful sex discrimination against individualsin the
areas of employment, education, the provision d goads, fadlities and servicesandin the
disposal of management of premises. It also prohibits unlawful discriminationin
employment against married people.

The Sex Discrimination (Gender Reassgnment) Requlations 1999

These regulations prohibit discrimination (with respect to treatment in the workplace where
an individual intends to undergo, is undergoing, or has undergone gender reassgnment
(creding a new sexual identity).

The Rae Relations Act 1976

The Race Relations Act 1976 pohibits discrimination onradal grounds in the aeas of
employment, education and the provision d goods, facilities, services and premises.

The Rae Relations (Amendment) Act 2000

The Race Relations (Amendment) Act 2000adds to the 1976Act. It places anew pasitive
duty on public authorities to eliminate unlawful discrimination, promote equality of
oppatunity and promote good race relations between people of different rada groups. This
isknown as the “general duty”. The Act also contains spedfic duties to ensure the delivery
of the general duty.

The Disability Discrimination Act 1995

The Disability Discrimination Act 1995proteds disabled people in the areas of
employment, the provision d goods, faciliti es and services and selling, letting or managing
of land a premises. The Act also requires, schools, coll eges and wiversities to provide
information for disabled people and all ows the government to set minimum standards to
asgst disabled people to use pulic transport easily. Under the Act adisabled personis
defined as anyone “with a physical or mental impairment which has a substantial and long-
term adverse dfect on their ability to carry out normal day-to-day adivities’.

The Protection from Harassment Act 1997

The Protection from Harassment Act 1997 creates a aiminal off ence of harasgment. It also
creates a new type of civil claim allowing individuals who are harassed to claim damages
and/or seek a urt order to stop the harasser from continuing the harassment.
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The Employment Relations Act 1999

The Employment Relations Act 1999includes the right to be accompanied at disciplinary or
grievance hearings by a trade union representative or ancther of the employer’ sworkers. It
also contains provisions relating to maternity and parental leave, as well as provision for
time avay from work for domestic incidents.

The Human Rights Act 1998

The Human Rights Act was introduced to all ow cases concerning the rights given under the
European Convention an Human Rights (1950 to be brought in the UK courts. It also
ensures that domestic legislationis interpreted in away that is compatible with the
Convention Rights. It appliesto all pulic authorities, making it unlawful for such bodes to
violate Convention Rights and placing a duty on public authoriti es to ensure that respect for
human rightsisintegral to their work.

Other Relevant European Legislation

Article 13 of the Amsterdam Treaty enables the European Commisson to propose measures
to tackle discrimination on the grounds of sex, race disability, sexual orientation, religion a
belief, and age.

The European Union hes established a mmmon framework to tackle unfair discriminationin
anumber of areas. This comprises three directives:

+ TheRace Directive (2000) prohibits race discrimination with employment of training,
the provision d goods and services, education and social protedion.

« The Employment Directive (2000) covers employment and vocaional training only. It
prohibits discrimination ongrounds of sexual orientation, religion a belief, disability
and age.

« TheEqual Treatment Diredive (1979 prohibits sex discrimination in the fields of
employment and vocational training. An amendment to this was also adopted in 2002

The Local Government Acts

Section 11 d the Locd Government Act 1966provided a mechanism for al local
authorities to establish posts to address the needs of people from ethnic minorities.

The 1983 Act sets out a framework within which local authorities can ensure that companies
and ather bodies applying for inclusion in selection or approved lists, bidding contracts and
working urder contrad, take reasonably necessary steps to comply with the Race Relations
Act and the CRE Race Relations Codes of Practice in Employment.

The 2000 Act gives loca authorities a power to promote the economic, social and
environmental well-being of their aress. This power can be used flexibly to tackle arange
of issuesincluding neighbourhoad renewal and social exclusion, as well as being used to
reduce inequalities.
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The Rehabilitation d Offenders Act 1974

This Act providesthat if a convicted person completes a specified period without being
convicted of further off ences the conviction can be regarded as “spent”. Such convictions
do nd then have to be revealed and may not be used as exclusion from employment or
promotion. Some occupations are excluded from the provisions of this Act.

The Children Act 1989

The Children Act 1989says, “In any proceedings in which any question with respect to the
uplringing of a dhild arises...a ourt shall haveregard in particular to...his age, sex,
background and any charaderistics which the curt considers relevant”. Thisis part of the
"Welfare dhecklist", the over- riding principle being that in any question relating to the
care/upbringing of a cild, the child's welfare isthe wurt's paramount consideration.

The NHS and Community Care Act 1990

This Act acknowledges the diff ering needs of various ethnic communiti es and places an
obligation onservice providers to take aacount of these needs and dan an appropriate vision
in consultation with these communities.

There is now a substantial |legislative grounding for the development of corporate equalities
plans.

The Equal Opportunities Commission, Commission for Race Equality and Disability Rights
Commission have powers of law enforcement and good practice promotion. The
commissions have the power of formal investigation into ulawful activity and are also
empowered to issue statutory codes of pradice giving guidance to organisations on avoiding
discrimination and promoting equality of oppatunity.

To reinforce the government’ s approach to the equalities agenda the three @mmissons will

be merged into a Single Equalities Commisson by 2006 Thiswill have ramifications for
local and regional equalities bodies.
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Putting the Quality into Equality

Continuows |mprovement through Equality M anagement

REVIEW

LEVEL 1
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v

Assessment and consultation
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LEVEL 2

LEVEL 3 SET NEW
MONITOR . . . EQUALITY
Setting equality objedives and OBJECTIVES
targets
LEVEL 4

Information systems and monitoring
against targets

v

Achieving and reviewing oucomes

LEVEL 5

ESTABLISH ACTION PLANS




The Equality Standard Level 1: commitment to a amprehensive equality palicy

To achieve Level 1 of the standard an authority must have adopted a cmprehensive equality
palicy that commits it to achieving equality in race, gender and disability. It will dothisby:

improving equality pradice at both corporate and departmental levels;
- dlocating spedfic resources for improving equality pradice;
+ eguality action planning and target setting within all departments and service aess;
+ systematic consultation;

afair employment and equal pay padlicy;

an impact and reeds/requirements assessment;

progress monitoring;

audit scrutiny.

The Equality Standard Level 2: assessment and consultation

To achieve Level 2 of the standard an authority will need to demonstrate that it:

has engaged in equaliti es palicy impact and needs/requirements assessment;
has engaged in consultation with the designated community, staff and
partners/stakeholder groups,

+ has engaged in the development of information and monitoring systems;

+ isengaged in an equality action planning processfor employment, pay and service
delivery;
is developing a system of self-assessment, scrutiny and audit.

The Equality Standard Level 3: setting eguality objectives and targets

To achieve Level 3 of the standard an authority will have to demonstrate that it:

has completed afull and systematic consultation process with consultees outlined in
Level 2;
it has st equality objectives for employment, pay and service delivery based on impact
and needs/requirements assessment and the dorementioned consultation;

« equality objectives have been translated into action plans with specific targets;

+ isdeveloping information and monitoring systems that allow it to assessprogressin
achieving targets;
has started undertaking action to achieve targets.

The Equality Standard Level 4: information systems and monitoring against targets

To achieve Level 4 of the standard an authority will have to demonstrate that:

it has developed information and monitoring systems that allow it to assessprogressin
achieving targets,

+ it ismeasuring progress against targets and eff edively using its information and
monitoring systems to improve performance;
it is using monitoring reports at spedfied intervals and circulates these to designated
consultees;
it is runnng monitoring systems that are providing useful and relevant information about
how the organisation is progressing towards specific targets.
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The Equality Standard Level 5: achieving and reviewing outcomes

To achieve Level 5 of the standard an authority will have to demonstrate that it has made
considerable progress in achieving equal employment and service provision with a particular
regard to race, gender and disability. It will need to show that:

+ it hasadieved significant targetsthat it set at Level 3;

+ it hasreviewed arevised targets, monitoring and consultation systems with designated
consultees;
it has initiated a new round of action planning and target setting as a result of the progress
made over the previous 4 levels;
through its achievements it can be seen as an example of goodpradicefor other locd
authorities and puldic sector agencies.



4. L eade ship and Corporate Commitment

I ntroduction

Darlington Borough Council’s corporate ammitment to the egualiti es agenda has been
signalled in a number of ways:

The Council’s eleded members receive wrporate social inclusion training.

«  “Ensuring access for all” is a corporate objedive, endarsed by members.

+ A dedicated Equal Opportunities Member Scoping Group scrutinises social
inclusion/equalities work.

+ Thereis member endorsement of the clear linkage of corporate objedives to
Darlington Partnership’s community strategy theme, “Promoting Inclusive
Communities’.

The gpointment of a Policy Advisor (Socia Inclusion) to the Chief Executive's
Office signalled a crporate commitment to linking the equaliti es, diversity,
community cohesion and social inclusion agendas.

Darlington Borough Council has recently changed the way that it deals with the equaliti es
agenda, with the development of a Strategic Inclusion and an Inclusion Implementation
Group These groups replace the Equal Opportunities Mainstreaming Group, which focused
solely onequalities at the expense, it was felt, of some other linked issues. The new groups
have abroader remit and a much clearer linkage to the LSPfor Darlington, Darlington
Partnership. The membership, role and function d these groups are described below.
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Strategic I nclusion Group

The Strategic Inclusion Groupexists primarily in order to drive forward the @rporate social
inclusion agenda at Darlington Borough Courcil and secondarily to further this agendain the
borough The development of a strategy will underpin this work.

The Strategic Inclusion Group reeds to understand what the airrent situation with regard to
achievementsin social inclusionis andto articulate avision d where we would liketo bein
the future. The strategy will be out identifying the steps we nedl to take to compl ete that
journey.

Developing a strategy with properly costed actionsis essential. This document can then be
used to suppat bidding for internal and external fundng.

In short, the groupwill:
« develop apasition statement;
« articulate avision;
undertake agap analysis;
devise acosted strategy.

The draft role and function o the Strategic Inclusion Group is as follows:

* To oversee the development of a social inclusion strategy for Darlington.

» To co-opt members from stakeholder organisations as appropriate.

» Toinitiate and overseethe development of a properly costed corporate equalities plan.

» Tooverseetheincorporation d the Courcil’ s race equality scheme into the corporate
equalities plan.

» Toshare and promote good social inclusion practice both within the Courcil and
partner organisations.

* To prepare strategies and plans that anticipate future equalities legislation.

* Toliaise, as part of atwo way process with the delivery/implementation groupsin
order to further the social inclusion agenda at the Council and in Darlington.

» Toclearly link the Courcil’s work on social inclusionto ather corporate and borough-
wide strategies and plans, ensuring co-ordination and avoiding dupli cation in the
delivery of this agenda.

* To prioritise these tasks in the context of abroad vision.

» Tooversee Darlington Borough Council’s performance in relation to equal
oppatuniti es performance indicators.

A first draft of the Socia Inclusion Strategy was produced by the Strategic Inclusion Group
in Decenber 2003

Membership

Paul Wildsmith, Director of Corporate Services (chair)

Lorraine O’ Donrell, Heal o Policy, Chief Executive' s Office

David Plews, Policy Advisor (Socia Inclusion), Chief Executive's Office

Sharon Brown, Heal of Performance and Community Partnerships — Community Services
Gail Bowen, Assistant Diredor of Education (Inclusion)

Richard Horniman, Principal Economic Regeneration Officer — Development and
Environment

Neville Simpson, Acting Assstant Director of Social Services (Finance and Performance)



Inclusion | mplementation Group

The draft role and function d the Inclusion Implementation Groupis as follows:

To initiate and overseethe development of a properly costed corporate equalities plan.
To oversee theincorporation d the Courcil’ s race equality scheme into the wrporate

equalities plan.

Toliaise, as part of atwo way process with the strategic group in arder to further the

social inclusion agenda & the Courcil and in Darlington.

To set up subgroups to deliver particular pieces of work as appropriate.

To be responsible for anumber of corporate Pis, for example:

BV2 (CRE standard)
BV2a (Equality Standard)
+  BV2b(duty to promote race equality)
+ BV1la(femaletop earners)
+ BV1lb(people from BME groups who are top earners)
«  BV16a(% of disabled employees)
+  BV17a(% of BME backgroundemployees)
BV174(racial incidents)
+  BV175(racia incidents that led to further action)
+  PSA 14 (increase employment rate of disabled people and dsadvantaged

people).

M embership

David Plews, Policy Advisor (Social Inclusion), Chief Executive' s Office

Shan Warren, Strategy and Performance Manager — Community Services

Marion Bynoe, Finance and Administration Manager — Community Services

Dennis Watson, Head of Suppat Services — Development and Environment

lan Wilson, Head of Spedal Projects — Corporate Services

Julian Kenshale, Performance and Devel opment Manager - Education

Maggie Swinden/Helen Whiting — HR Manager (Policy and Strategy) / Trainee HR Officer —
Corporate Services

Helen Armstrong, Children’s Performance and Policy Manager — Social Services
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The role of Departmental | mplementation Teams

Therole of these teams is to work to suppat individual departments’ delivery of the @ove
agenda. Their focusison practical, delivery isaues. They can aso act as“redity testers’ for
recommendations made by the Strategic and Implementation goups. In March 2004, each
implementation tean met to review the draft Corporate Equalities Review and Plan 2008/04
and to comment on the process for Equaliti es Impact Assessments.
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5. Service Ddlivery and Customer Care

Equality self-assesanents: audit/analysis and scrutiny

The following guidance and survey template was approved by the Social Inclusion
Implementation Group in February, 2004. It has been further debated by our departmental
inclusion implementation groups and will be the basis for pil ot impad assessment work for
seleded front-line services in the Corporate Services Department.
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Equality | mpact Assessments

Equalities Impact Assessment Questionnaire

Guidance Notes

Backgrourd

Darlington Borough Council’s Corporate Equalities Plan (CEP) sets out how the Council will
work in aaccordance with the requirements of the Equality Standard for Local Government.
The CEP incorporates the Courcil’ s Race Equality Scheme, which can be viewed at
www.darlington.gov.uk

What is an Equaliti es Impad Assessnent?

In the context of the Race Relations (Amendment) Act and the Equality Standard for Locd
Government, the impact assessment is a thorough and systematic analysis of how a service is
provided and haw it promotes, monitors and consults in relation to the equalities agenda.

Purpose of the |mpact Assessment

The idea is to see how the padlicy framework within which we operate and the services we
provide impad upon ou customers and potential customers.

We need to determine (@) the extent of any differential impact on any group a individual of
the delivery of that service, and (b) whether that impad is adverse, namely if it has anegative
impact on any group or indvidual with regard to equality issues (e.g. race, gender,
impairment, religion a belief, age, sexuality, geographical locaion or any other status).

Following the completion of the asessment, consideration should be given to what action
will need to be taken to either more effectively achieve the promotion of equality of
oppatunity or mitigate any adverse impacts that have been identified.

In addition to the above, the impact assessment will help services identify where there ae
gaps in service provision aff ecting any communities of identity or interest. It will also help to
identify areas of good practice that can be replicaed elsewhere.

As a consequence of the impad assessment, services will be required to develop and
incorporate equality action dans into their own departmental service plans to remedy any
shortcomings in the way they deliver, promote, monitor and consult in respect of equalities
isaues. These action plans will represent a key outcome of the impact assessment processand
will supplement the Courcil’s existing commitments to the equalities and socia inclusion
agenda.
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Carrying out the Impact Assssnent

Some of the work involved in completing the impact assessment may aready have been
undertaken in some form or another, but without reference to an equality dimension, and this
will hopefully lessen the task of completing the impact assesament questionnaire.

Many services may also either already have relevant information that can assist them in the
process of carying out impad assssments and/or have arried out consultations with
minority groups to help determine the way in which their services are delivered to the public.
Additionally, some services may have already integrated equality monitoring as part of
service delivery and regularly report the results in service/management reports.  Such
processes would be clea evidence of the steps already taken to mainstream equalities issues.

When completing the impact assessment, information might usefully be drawn from some of
the following sources:

»  Demographic data (including Census)

*  Research from academic/professonal/voluntary bodies
e Comparisons with ather authorities

*  Survey data

*  (Ethnic) monitoring data

» Commissioned research

e Draft Social Inclusion Strategy for Darlington

* Darlington’s Socia Isues map.

For those services who have nat done any of the above, carrying out the impad assessment
will necessarily involve some work. It isaso worth noting that any new services or functions
shoud be the subject of an impad assessment to determine the impact of delivery of those
new services on Darlington’'s communities of interest and identity.

Evidently, Darlington Borough Courcil is a large and complex organisation delivering many
services and functions. Common sense and prioritisation will play a part in ensuring that our
services are subjected to an appropriate level of scrutiny during this process.

Race Relations (Amendment) Act 2000

Whilst the Race Equality Scheme has been subsumed within the Corporate Equality Plan, it is
important, when conducting the impad assessment, that due referenceis made to the
requirements of the General and Spedfic Dutiesimpased by the Race Relations
(Amendment) Act 2000in order to ensure compliance with the legislation. Details of these
duties are set out at Appendix A for information and reference.

Disability Discrimination Act 1995

It is also important that due reference is made, when completing the impact assessment, to
those assessments of organisational and individual requirements required for compliance with
the Disability Discrimination Act. An outline summary of the provisions of the Act is
attached at Appendix B.
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Employment Equality Regulations

There ae anumber of Regulations which cover the field of employment only:-

Sex Discrimination Act 1975

Race Relations Act 1976(suppemented in Public Bodies by the Race Relations
(Amendment) Act 2000)

Sex Discrimination (Gender Reassignment) Regulations 1999
Employment Equality (Sexual Orientation) Regulations 2003
Employment Equality (Religion a Belief) Regulations 2003

Whilst the regulations outlaw dired discrimination, indirect discrimination, harassment and
victimisation in recruitment, employment and training, where gpropriate, reference should
also be made to these regulations in condicting an impact assessment on service delivery to
meet the requirements of the Corporate Equality Plan. Further information can be foundat
http://www.dti.gov.uk/er/equality/eeregs ahtm

Definitions

Some guidance on dfining the equaliti es issues is set out on page 39.
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Schedule for Equalities Impad Assssment

The corporate goproacd to impad assessments will be piloted by loca taxation (in Corporate Services) during May 2004

Department/Service

Year 1 Service Areas

Year 2 Service Areas

Year 3 Service Areas

Chief Executive' s Office

Community Strategy
Complaints Procedure
Communicaionwith Members
of the Public

BVPP

Corporate Services

Staff Awareness
Recauitment and Seledion
Procedures

Induction

Policies

Y outh Training

Employment Advice/Triburals
Customer Servicesincluding
receotion and pcst room

Town Hall switchboard

Community Services
Housing

Leisure and Catering

Publishing Information
Community Partnerships

Housing Management/Housing
Allocations/lHomeless
Housing Benefit and
Assessment

Warden Services

+ Housing Strategy Development

Creating Strategies
Consultation and Participation
Fundng Organisations
Sponsorship Services

Delivery of Services

+ Designing and Planning
Facilities
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Department/Service

Year 1 Service Areas

Year 2 Service Areas

Year 3 Service Areas

Social Services
Adult Services

Children’s Services

Mental Health Services

Complaints and
Representation

Assessing need/care planning

Determining level of
assessment
Implementing care plan/
monitoring/reviewing/
proteding from abuse

+ Publishing Information

Needs Assssments
Preventative services

Promote welfare of children

+ Published Information

Provide locd point of accessto
Health and Social Servicesfor
spedali st assessment/delivery
of careto people with mental
health problems
Respondeffedively to al
referralsincluding self referrals
Provide socia care services
which include assessments of
social care needs for people
with Mental Health problems

Complaints and representations
service
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Department/Service Year 1 Service Areas Year 2 Service Areas Year 3 Service Areas
Contrads Contrading

Education
Pupil Suppat Provide alvice and guidance to Suppating attendance in

Leaning and Devel opment
Service

schods onraising standards for
children from ethnic minority
groups and combating racism

schods

Suppating Children Looked
After/In Public Care
Suppating Ethnic Groups and
Travellers

Monitoring of Exclusion

Provision of advice and
guidance to schodson raising
standards for individual and
groups of pupilswith specia
educational needs

Provision o advice and
guidance to families of
children with spedal
educational neals

Provision of adired serviceto
children with alanguage other
than English
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Department/Service

Year 1 Service Areas

Year 2 Service Areas

Year 3 Service Areas

Library Service

Early Yeas

Specia Educational Needs

Lifelong Learning

Client Services

Provision of books and other
materials for loan/reference
Provision o information
Provision o specialist
materials and services to those
with special needs

Promoting accessto learning
oppatunities

Promoting social inclusion

+ Requitment and Training of
childcare and early educaion
providers

Provide information and
suppat to parents of children
with special educdaional needs

« Med LEA statutory
resporsibility to identify and
assess children with special
educational needs

« Monitor pupil progressand use

of resources to assssraised
attainment and value added

Promotion d lifelong learning
and widening participation

« Asset Management




Department/Service

Year 1 Service Areas

Year 2 Service Areas

Year 3 Service Areas

Admissions

Education Personrel

Community Education

Schod Effectiveness

+  Consultation with Ethnic
Minority Groups

« Provide alvice, guidance,
assstance in relationto the
Locd Education Authority’s
personnel needs

« Provision of mobile provision

Provision o project work

+ Tochalenge schodsto
improve their performance

Development and Environment
Planning Services

Ensure dl staff involved in the
delivery of the service receive
training so that they are avare
of the issues surroundng Race
Equality

Econamic Regeneration
Public Protection
Administration

Guidance and Suppat

Shoud officers require any further guidance or informationin connedionwith the completion of the impad assessment, they shoud contad David Plews,

Policy Advisor (Social Inclusion) on 01325 3888 o at david.plews@darlington.gov.uk




APFENDIX A

Race Relations (Amendment) Act 2000

The Race Relations (Amendment) Act 2000impases a duty on al locd councils to promote
race equality in all their functions. The aim of the duty is to place race equality at the centre
of al courcil functions and pdicies. This includes palicy making, service delivery,
employment practice, regulations and enforcement.

Genera Duty

The RaceRelations (Amendment) Act 2000states that in carrying out their functions, public
bodes dhall have due regard to the need:

* To eliminate unlawful radal discrimination

* To promote equality of oppatunity

» To promote good relations between people of different racial groups.
The Act also states that:-

‘I't is unlawful for a public authority in carrying out any functions of the authority to doany
act which constitutes discrimination’.

Specific Duties

The purpose of the specific duties is to help public bodies comply with the General Duty.
Locd authorities are required to take the foll owing adions:

» Monitor existing functions and policies for any adverse impad and ad on the results;

» Conduct assessments of the patential impact of proposed pdicy related to any of the
prioritised functions and poli cies and consult;

» Publish results of the monitoring, of impad assssments and consultations;

* Ensure that al sedions of the community have access to information abou courcil
services and access to the services they require;

» Train staff responsible for managing and delivering the racial equality scheme, and;

*  Employment — Monitoring staff in post; applicants for jobs, applicants for training,
applicants for promotion, employees who receve training, employees who suffer a
detriment or benefit as a result of performance assessment, employees who lodge
grievances or who are subject to dsciplinary action, those who cease employment with
the courcil.
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APFENDIX B

Disability Discrimination Act 1995

The Disability Discrimination Act 1995 is a mgor piece of legislation that aims to end
discrimination faced by many disabled people. The Act gives disabled people rights in the
aress of:

*  Employment
* Accessto Goods, Facilities, Services and Premises
» Buying or Renting Land a Property.

The employment rights and first rights of access came into force on 2 December 1996
Further rights of accesscame into force on 1 October 199 and the final rights of access will
come into force in October 2004 The Act aso alows the Government to set minimum
standards s that disabled people can use pulic transport easily.

For the purposes of the Act, a disabled person is smeone with ‘a physical or mental
impairment which has a substantial and long term adverse effect on his ability to cary out
normal day to day adivities. Statutory guidance issued under Sedion 3 of the Act gives
more information onmatters to be taken into account in determining questions relating to the
definition d disability.

Many of the functions undertaken by the Courcil will be dfected by the provisions of the
Disability Discrimination Act 1995and it is important, therefore, that staff are aware of the
implications of the legisation when completing the equalities impact assessment
guestionreire. Codes of Practice drawn up to accompany the legislation gve useful
information and guidance on the provisions of the Act (e.g. with regard to employment and
accessisdes).

Further information about the Disability Discrimination Act 1995and the Codes of Practice
can be foundon the following websites:-

The Disability Rights Commisgonwebsite & www.drc-gb.org

The Disability Unit of the Department of Work and Pensions website &
www.disability.gov.uk
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APFENDIX C
Definitions

Gender

The Sex Discrimination Act 1975ensures that no personis treaed lessfavourably becaiuse of
his or her gender or because he or sheis married.

The Sex Discrimination (Gender Reassgnment) Regulations 1999 autlaw direct
discrimination against transsexuals on the grounds of “gender reassgnment”.

Gender Reassgnment

A processwhich is undertaken under medical supervision for the purposes of reasggning a
person’s sex by changing physiological or other characteristics of sex, and includes any part
of such aprocess.

Transvestite

An individual who wears the clothing of the oppcsite gender to express ther
feminine/masculine side, or for relaxation. Also known as crossdressing.

Transgender

An individual who appears as, wishes to be mnsidered as or has undergore surgery to
become amember of the oppcsite sex.

Transsexual

Anindividual who kelieves that their apparent gender is not their actual gender and may seek
gender reassignment surgery to alter their body to med their belief. Transsexuals may appea
similar to transvestites, but have adiff erent intent.

For the purpases of completing the impact assessment, consideration aught to be given, in the
first instance for example, to the arrangements made (or which could be made/agreed upor),
regarding the use of toilets and any other gender specific fadlities.

Race

To ensure that no personistreaed less favourably because of his or her race defined as
colour, ethnic origin or national origin or nationality (including citizenship).

Sexuality

The Employment Equality (Sexual Orientation) Regulations 2003 ban discrimination in
employment and vocaional training on grounds of sexual orientation. Sexual orientation is
defined as an arientation towards:

» Persons of the same sex (lesbians and gay men)
* Persons of the oppasite sex (heterosexuals)
» Persons of the same sex and oppasite sex (Bisexuals).

It does not cover sexual pradices such as sado-masochism and paedophilia
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Religion or Belief

This area presents, perhaps, the greatest difficulty in terms of providing a definition, not least
because of the close links/overlapsin some instances with culture and race/ethnicity.

The Employment Equality (Religion or Belief) Regulations 2003 ban discrimination in
employment and vocational training on gounds of religion or belief. Under the regulations,
religion is defined as being ‘any religion, religious belief, or similar philosophical belief’.
This does nat include any philosophical or politica belief unless that belief is similar to a
religious belief. Courts and triburals may consider a number of factors when deciding what
isa‘religion or belief’ (e.g. collective worship, clear belief system, profound kelief aff ecting
way of life or view of the world)'.

For the purposes of completing the impact assessment, consideration cught to be given to a
range of factors, examples of which are set out below. It is recognised, however, that whilst
knowledge of the central tenets of thase religions most likely to be encountered would help
ensure that appropriate provision is made with regard to the delivery of and access to
services, such knowledge might not necessarily be held.

* Is provision made, when dealing with customers, for them to be dealt with, if requested,
by persons of the same sex?

» Doesthe way in which your service is delivered restrict access to certain religious groups
that have days of religious observance restricting or preventing them accessng services
onthose days?

* Is your service delivered in locations or environments that might preclude or restrict
access to certain religious groups?

Culture

Thisareais also not easy to define, but aperson’s culture is likely to be influenced by a
whale range of factors and in many instances might be unique to an individual. These fadors
could include:

» Placeof birth/origin

e Upbringing

* Economic status

* Educational history

* Marita/family status

* Religion/religious beliefs
* Sexual orientation

» Language spoken.
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Equalities Impact Assessment Questionraire

SERVICE: Department:

Person Resporsible for Assessment: Date of assessment:

Brief description of service and to whom provided/available:

Introduction

All of the Courxil’s srvices have been prioritised with regard to their potential impad on the promotion d equalities. Each service has been given an
‘impad rating’ of high, medium or low priority and this has been used to draw up a three yea programme during which formal impad assessments will be
conducted (thase with a*high' rating falling into the first yea and so on).

The impact assesgment looks at how a serviceis provided and how it promotes, monitors and consults in resped of equalities. Completion of the impact
asessment will help us determine the extent to which services meet the requirements of the Equality Standard for Locd Government, the Race Relations
(Amendment ) Act 2000and the Disabili ty Discrimination Act 19%.

The attached questionnaire provides a structure for undertaking the impad assessnent. Local information and examples should be provided wherever
posshle.
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Thisis ageneric document that will require interpretationin particular circumstances. If, after reading the guidance, you require further information onhow
to implement the assessment, please mntact David Plews, Policy Advisor (Social Inclusion) on 0125 388)23.

Q.1 Isyour service accessible to everyone within the community? Bear in mind any economic, social, environmental, physical, intellectual,
cultural, linguistic, technological or other barriers.

Issue

Yes

No

If yes, what evidencedo
you have to demonstrate
this?

If no, what do you plan to do to remove barr iersto access?

Race(inc. culture and
nationality)

Religion or belief

Gender (inc.
transvestitism, transgender
and Tran sexuality)

Sexuality (inc.
homosexuality and
bisexuality)
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Impairment (inc. physical
and/or mental
impairments)

Age

Geographical location

Any other equality issue
(e.g. people with
dependants and/or caring
resporsibiliti es or people
with a criminal record)
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Q.2

(a) For whatever reason, doesyour servicetreat any group differently from its other serviceusers?

Yes
No

If you have answered ‘yes', please specify thoseindividuals or groups aff ected and whether the impact hasthe potential to be adver se.

(b) What needsto be doneto prevent any potentially adver se impact?
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Q.3

(&) Do you promote equality within your service? (e.g. through departmental equalities group, innovative marketing o community

engagement techniques)

Yes
No

If you have answered ‘yes', please give examples of how equality is promoted.




Q.4

Arethereany plansin place within your Serviceto promote equality more dfectively?

Yes
No

If yes, please outline what you intend to do (including details, if known, of timescales and areasto be mvered, etc.)
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Q.5 Inthepast threeyears, have you consulted with any of the following groupsregarding the delivery of and accessto your service?

Group

Yes

No

If yes, please give
evidence (Who?
When? What were the
outcomes)

If no, what consultation do you plan to do and by when?

Radal (inc. culture and
nationality

Religionor belief

Gender (inc
transvestitism,
transgender and Tran
sexuality)

Sexuality (e.g.
homosexuality and
bisexuality)
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Impairment (e.g.
physical and/or mental
impairment)

Age

Geographical location

Any other status (e.g.
people with dependants
and/or caring
resporsibiliti es or people
with a criminal record)
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Q.6 Doyoutrain your staff on equality issues?

Yes
No

If you have answer ed yes: What training is available? Who deliversit? Who recevesit?




Equality-proofing Darlington Partnership’s Community Strategy

Darlington Partnership’s Community Strategy is informed by five guiding principles:
*  Oppatunity

* Ambition

e Quality

» Accountability
¢ Sustainabili ty

With regard to “equality of opportunity”, the strategy is unambiguous:

“In achieving aur vision, we will adopt an approach where there is oppartunity for al. [This
means] valuing individuals, reaognising the needs of everyone, addressing inequaliti es and
providing all with equal access to services and opportunities.”

This commitment to equalitiesis backed upby aformally adopted equal opportunities policy.

This commitment is further supported in ore of the strategy’ s eight connecting themes:
“Promoting Inclusive Communities’. Thistheme isfocused on four key outcomes:

* Narrowing the social inequalities gap

» Building cohesive and confident communities

* Increasing public involvement

* Improving access to services

There ae performanceindicators aligned to each.
The strategy states:

“Darlington Partnership will seek to ensure that all residents of the borough have an equal
chanceto succeel in life and are not disadvantaged by poverty, disability, race, gender,
family circumstances or by where they live”.

The Partnership’s Health Improvement and Social Inclusion Themed Group is also
suppating the development of a Socia Inclusion Strategy for Darlington. The strategy will
identify those people in Darlington who are at risk of suffering or are adually suffering
discrimination and disadvantage, and deliver specific adions to reducethis risk.

The Chief Executive of the Partnership has undergone the Courcil’ s programme of equalities
training for managers. The Partnership’s two other staff will undergo a spedfic equality
training session designed for employees.

Following a discusson between the Chief Executive and the Chairman o the Partnership, the
Chief Executive will take a paper to the May 2004 meeting of the Darlington Partnership
board to map the way ahead for performanceimprovement in equaliti es. The Partnership will
also pilot Darlington Borough Courril’ s approach to Equaliti es Impact Assessment.

The Partnership will work with Darlington Borough Courcil onthe development of induction
packs and informal job descriptions for those wishing to become involved in the activities of
the themed groups. This processwill help to make the process of selecting and reauiting
individuals more transparent.
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Equality-proofing Darlington Borough Council’s partnership
arr angements (includes procurement function)

A standard service level agreement has been recently developed by Darlington Borough
Courxil. Thisis used to formalise arangements with those partners and stakehoders who are
in receipt of grant aid from the Courril. It contains a wmprehensive equaliti es clause similar
to the one used in formal contrads, which is shown below.

All of Darlington Borough Council’s contrads contains the following relevant clauses:

Equal Opportunities

The Employer is committed to equality of oppatunity for al in its service delivery,
employment and in the way it operates as an arganisation. The Courcil therefore requires the
Contrador to comply with al legislative requirements relating to equal opportuniti es together
with the alditional requirements of the Courcil’s Equal Opportunities Policy. As auch, the
Contrador will not discriminate on the grounds of age, class, gender, sexual orientation,
disability, unrelated criminal convictions, colour, race, ethnic origin, nationality, employment
status, HIV status, marital status, religion a belief, politicd beliefs, trade union activities,
commitments as a carer or resporsibility for dependents.

The Contrador shall havein place an equal opportunities palicy that will apply to those who
currently receive services from the Contrador, or on behalf of the Contractor; potential users
of the Service; their carers; other agencies and professonals; employees; job applicants and
the general public.

In the event of any finding of unlawful discriminationin the aeas covered by the Courcil’s
Equal Opportuniti es Policy being made against the Contractor, or any other sub-contractor
employed by the Contractor during the period covered by this agreement by any court,
Employment Tribunal, or any adverse finding in any formal investigation by the Equal
Oppartunities Commisson, the Racial Equality Commission a the Disability Rights
Commission over the same period, the Contractor shall inform the Courcil of thisfinding
forthwith and shall take appropriate steps to prevent repetition d the discrimination.

The Contrador shall, on request, provide the Council with detail s of any steps taken under
these circumstances and provide such information as the Council may reasonably request
from time to time for the purpose of monitoring the Contractors compliance in relation to this
agreement.

Human Rights Act 1998

In providing services on behalf of the Courcil, a public authority, the Contractor is subject to
the provisions of the Human Rights Act 1998and should have regard to the provisions of the
European Convention for the Protedion d Human Rights and Fundamental Freedom 1950
which have been incorporated into United Kingdom Legislation as a result of the
implementation d the Human Rights Act 1998 (“The Convention Rights”).

Additionally, the contract tendering processrequires the bidding company to complete the
comprehensive equalities survey below. The survey may not be gpropriate for very small
contracts or very small companies. More detailed guidance aout the circumstances in which
the survey should be applied is being developed.
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The following is an extract from Darlington Borough Courcil’ s tender questionnaire. 1t
shows the importance of equalities compliance

Section 4- Equal Oppartunities

4.1 | Statement
As gated in the Tender Documentation, the Courcil has responrsibility under its own
Equality Policy, the Race Relations Act (1976) and the Race Relations Amendment Act
(2000 and any other relevant Equality legislation to eliminate unlawful discrimination
and provide equality of oppatunity.

4.2 | Isityour policy as an employer to comply with any relevant Yes []
statutory equalities legislation to not treat one group o No []
people lessfavourably than cthers?

4.3 | Inthelast three yeas, has any Court or Employment Yes []
Tribunal made any finding of unlawful discrimination No ]
against your organisation?

4.4 | Inthelast threeyeas, has your organisation keen the subject Yes []
of formal investigation, on the grounds of alleged uriawful No []
discrimination by one or more of the following:

The Commisgonfor Racial Equality
Disability Rights Commisgon
Equal Opportunity Commisgon
4.5 | If the answer to question 4.3isin the dfirmative or, in relation to question 4.4,one or

more of the Commissions made afinding adverse to your organisation, what steps did
you take in consequence of that finding? (Please provide details on a separate shed)
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4.6 | Isyour pdicy on Equal Oppartunities st out:
in instructions to those concerned with recruitment, training, Yes []
promotion, dscipline and dismissal? No []
in dacuments available to employees, recognised trade Yes [ ]
unions or other representative groups of employees? No []
in recruitment advertisements or other literature? Yes H

No
4.7 | Description d Evidence

In relationto question 46 please attach and list below
examples of the instructions, documents, recruitment
advertisements or other literature together with a copy of
your Equalities Policy.
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4.8

Do you olserve afar as possble the Commission for Radal
Equality's Code of Practicefor Employment, as approved by
Parliament in 1983 ,which gves practical guidance to
employers and others on the dimination d racial
discrimination and the promotion d equality of oppatunity
in employment, including the steps that can be taken to
encourage members of bladk and minority ethnic groups to
apply for jobs or take up training oppatunities?

Yes
No

NN

Section 7- Declaration and Returning I nstructions

7.1

Please cmplete the following:

I/we certify that the information supgdied above is to the best of my/our knowledge and

understanding, accurate.

Signed:

Position held:

For and onbehalf of:

Date:

Thank you for providing this information, which will be treaed in confidence, as will any
information arising from this application.

Please mmplete and return this document, together with the supporting information requested
plus your Tender submission by the gopropriate date.
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6. Employment and Training

M edanismsfor responding to Har assment in Employment Terms

Darlington Borough Council has well-defined procedures in placefor dealing with
harassment in terms of employment.

The Council has recently amended its Anti-Harassment and Bull ying Policy and has also
developed guidancefor employees and managers. All documents have been developed in
consultation with UNISON representatives and have been agreed by the Corporate
Management Team (CMT) and with staff and aher unions recognised in the Courcil via
the Joint Consultative Committee (JCC).

The Council has twenty employees assgned as ‘ Listening Officers who have receved
relevant training to be ale to ded with harassment in thefirst instance. A breskdown of
these officersin terms of race disability and gender is available from Human Resources.
HR Managers from each department have also been briefed in operating the revised
procedures in their departments. As such, they are ale to advise managers on hav to
operate the policy as and when necessary.
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Fair Employment and Equal Pay Poli cy/Equal Pay Review

In terms of fair employment, Darlington Borough Courcil constantly cheds employment
palicies to ensure that they are fair in terms of diversity andin line with legislation. For
example, in the 2003/04 financial year, HRM Division hes reviewed and amended the
Courxil’s Maternity, Paternity and Adoption schemes; Anti-Bullying and Harassment
Policy and hes changed employment and training procedures to incorporate the
legislation relating to sexual orientation and religion a belief. The Council isalso
working with representatives from UNISON and Darlington and Durham Courty Racial
Equality Courcil to update the Equal Oppartunities Policy, Racial Equality Policy and
Guidelines for Reporting and Dealing with Suspected Racial Incidents.

The Council is currently undertaking ajob evaluation exercise. Thejob evaluation
interview stage was completed acossall departments at the end o 2002. A sub-group d
the Job Evaluation Steering Group hes now been established to uncertake the
‘sorethumbing’ processin order to refine the data @lleded to date in terms of
inconsistencies for al posts acrossthe Courcil. The group comprises the Head of Human
Resource Management, the HR Manager Policy & Strategy, the UNISON Branch
Secretary, a management representative and the two job analysts.

A detailed timetable has been developed. It is planned that the initial ‘ sorethumbing’
processwill be completed in early May 2004.After this date, the job evaluation team will
meet with directors/second tier officersto further refine the data. This dage of the
processwill involve revisiting some evaluations, as well as determining market forces
and retention issues which may need to be acommodated. It is envisaged that this dage
of the processwill be completed by August 2004

The next stage of the processwill beto arrive at an appropriate, costed pay spine and
gradings within it. Thiswill be dore through pay modelling using ‘Link’ pay modelling
software. Thejob evaluation team has recently received training on haw to operate the
software. When the Council’s current payroll data and job evaluation scores are entered
into the system, various options and passible outcomes will be &leto be costed. Pay
protedion arrangements will also nead to be agreed before pay modelling can be
finalised.

In developing and grior to finalising the Courcil’s eventual pay structure, it will be
necessary to develop apay policy. In doing so, the Courcil will consider key isaues such
as equality and single spinal point salaries versus grading bands, as well aslooking at
other isaues such as performancerelated pay, incremental progression and market forces.

To inform the drafting of a pay policy, the Courcil will gather information onal its

current practices and procedures relating to pay, which will involve undertaking afull
equal pay audit. Thiswill identify any discriminatory practicesin relationto pay.
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When all the &ove processes are mmplete, the Council will be at a stage to move into
detail ed negotiations on single status and job evaluation, with a view to being realy for
full implementation by April 2005.
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Equality Asssssment of L ocal L abour Market Area

The Council has gathered information onthe labour market in Darlington, including
equality issues. This has been provided by the Tees Valley Joint Strategy Unit and is
attached below. The Council has been advised to await further guidance from the

Employers Organisation kefore progressing this areain relation to the attainment of
subsequent levels of the Equality Standard for Local Government.

December 2003

Darlington Economic Profile - Tables

Information & Forecasting Group

JSU-XX/03

The following tables were undertaken as a specific request from Darlington Borough
Courcil Economic Regeneration. Commentary is not included except for notes

relating to specific tables where explanation a definition was necessary.

Population and Demography

Post 2001 Census, the best source of district level popdation catais the Registrar
Generd's estimates. These ae official figures.

Table 1 Population and Househdds

Popuation
Density Number of
Popuation Area (persons Househadlds
Mid-2002 (hectares) per hectare 2001Census
2002

Darlington 97,900 19,747 5.0 42,300
Hartlepool 88,200 9,386 9.4 37,400
Middlesbrough 133,900 5,387 24.9 55,200
Redear & 139,400 24,490 5.7 57,400
Cleveland
Stockton-on-Tees 179,700 20,390 8.8 73,000
TeesValley 639,100 79,400 8.0 265,300
North East 2,513,300 857,319 2.9 1,066,300
England & Wales 52,455,300 15,101,270 3.5 21,660,500

Souce: Registrar General/2001Census.
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Table 2 Populationwithin 10, 20and 30miles of Darlington

Total Popuation

Popuation d Working Age

within 10miles 218,000 132,000
within 20miles 1,078,000 657,000
within 30miles 1,736,000 1,060,000

Souce: ONSJIU.

Table 3 Population by Age Group - Darlington

Age Group Number %

under 5 5,700 5.8

5to 16 15,400 15.7

17to 24 8,100 8.3

25to 44 27,800 28.4
45to retirement 21,600 22.1
retirement and over 19,300 19.7
total 97,900 100

Souce: TVJSU.
Table4 Certain Characteristics of Darlington from 2001 Census
) Tees North )
Darlington Valey East National

0 .

6 People with a health 204 | 21.8 | 22.7 18.2
problem

% Single Parent Households 7.5 8.1 7.4 6.5
% Households with No Car 31.2 34.2 35.9 26.8
0 -

¥ Households Owner 717 | 67.9 | 636 68.9
occupied

% Social Housing 18.1 23.4 27.7 19.2
% Ethnic Minorities

(nonrwhite population) 21 2.8 2.4 9.1

Souce: 2001 Census of Population
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Table5 Economic Activity (2001 Census)

People % of people ayed 16-74 :
1A69$(31 Econa_ni cdly| Full-time | Part-time Self- Unem- | Full-time
adive employed | employed | employed | ployed | student

Darlington 70,082 65.7 40.3 13.2 6.3 4.0 1.9
Hartlepool 63,219 59.2 34.2 13.3 4.3 5.5 1.9
Middlesbrough 96,112 58.1 31.8 13.2 3.9 6.2 3.0
Redcar & Cleveland | 100,045 59.9 35.0 13.0 4.8 5.2 1.9
Stockton-on-Tees 129,355 64.0 38.3 13.6 4.9 5.0 2.2
TeesValey 458,813 61.5 36.0 13.3 4.8 5.2 2.2
North East 1,831,354 61.4 37.4 11.9 5.3 4.5 2.3
England& Wales |37,607,438| 66.7 40.6 11.8 8.3 3.4 2.6

Souce- Officefor National Statistics - 2001Census data is Crown Copyright

Table 6 Socio-econamic classfication - All persons - 2001 Census

% of people aged 16-74:
Long
People | b ress | Intermed- | 5OV | semi- . term | o
Aged . . super- . Routine unem-| .. Not
iond & | iate/lown |~. Routine Never time
1674 visory/ Occupa- ployed Class
Manage-| acount- Occupa- | .. worked Stu- | .
. tech- . tions (be- ified
rial workers ; tions dents
nica fore
2000
Darlington 70,082 24.2 15.3 8.1 133 10.3 28 (14 |46 |201
Hartlepool 63,219 175 118 8.7 14.1 125 39 (20 |53 |241
Middlesbrough 96,112 17.7 114 7.6 133 115 54 |24 |88 |219
Redca &
Cleveland 100,045 189 120 9.7 13.2 114 35 (19 |52 |241
Stockton-on-Tees | 129,355 231 131 87 128 10.7 32 (18 |60 |205
TeesValley 458,813 204 127 8.6 132 112 38 (19 |61 |220
North East 1,831,354 | 207 137 7.9 127 11.2 33 (16 |68 |221
England & Wales | 57607438 | 271 16.4 72 117 9.1 27 |10 |70 |179

Souce- Officefor National Satistics - 2001Census data is Crown Copyright
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Employment - Tables 8-14 contain data which relates to people working in Darlington (ie
not necessarily residents). The figures are derived from the Annual Businessingury.

Table 7 Employment Change in Darlington by Major Indwstry Group 199 - 2001

Change
1997 2001 19972001
%

Primary Industries 500 200 -60
Manufaduring 6,600 6,200 -6
Construction 1,600 3,400 112
Service Industries 36,200 37,600 4
Includes :

Distribution, Iotels etc 11,000 12,900 17
Transport & comms 4,900 5,300 8
Banking, finance dc 8,200 6,500 -21
Public admin 10,300 11,100 8

Other services 1,700 1,800 6
Total 44,800 47,400 6

Souce: Annual Business Inqury (NOMIS)
Table8 Changein Employeesin Employment 1997-2001
All Industry
Groups
Employees % Change
2001 19972001

Darlington 47,400 6
Hartlepool 30,900 6
Middlesbrough 55,900 -2
Redcar & Cleveland 40,700 -9
Stockton-on-Tees 76,400 4
TeesValley 251,300 1
North East 973,900 4
Great Britain 25,456,400 7

Souce Annual Business Inqury (NOMIS)
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Table 9 Percentage Distribution d Employment By Industry Group

2001
Darlinaton Tees North Great

g Valley East Britain
Primary Industries 0.4 1.6 15 1.8
Manufaduring 13.1 15.7 16.4 14.2
Construction 7.2 6.3 6.0 4.5
Service Industries 79.3 76.4 76.1 79.5
Includes :
Distribution, Iotels etc 27.2 22.9 21.8 24.3
Transport & comms 11.2 6.3 5.5 6.1
Banking, finance dc 13.7 11.8 13.4 19.6
Public admin 23.4 28.7 29.9 24.3
Other services 3.8 6.7 5.5 5.2
Total 100 100 100 100

Souce: Annual Business Inquiry (NOMIS)

Table 10 Percentage Distribution o Employment By Industry Group 200

Darlinaton | Hartlenool Middless | Redcar & | Stockton-
g P brough | Cleveland | onTees
Primary Industries 0.4 2.6 0.4 3.7 1.8
Manufaduring 13.1 17.8 6.1 24.6 18.6
Construction 7.2 5.8 6.6 3.9 6.9
Service Indstries 79.3 73.8 86.9 67.8 72.7
Includes:
Et'cs”'b“t'on’ rotels 27.2 23.0 22.9 21.1 21.3
Transport & comms 11.2 52 52 5.7 51
Banksi"r’l et 13.7 7.4 11.8 0.3 13.7
Public g(’jmin 23.4 33.7 40.4 27.3 22.0
) 3.8 4.5 6.6 4.4 10.6
Other services
Total 100 100 100 100 100

Souce: Annual Business Inqury (NOMIS)
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Table 11 Employment by Area and Type- % 2001

Darlington VTa?Ies North G_ree_\t
ey East Britain
Males full-time 43.0 44 .4 44 .4 43.8
Males part-time 6.1 6.2 6.1 7.3
Females full-time 24.7 22.5 24.7 25.4
Females part-time 26.2 26.9 24.8 23.5
Tota 100 100 100 100

Souce: Annual Business Inquiry (NOMIS)

Table 12 Employment Distribution % 2001By Area and Type

Darlinaton | Hartlenool Middles- Redcar & Stockton-on-

g P brough Cleveland Tees
Males full -time 43.0 41.4 37.6 47.8 49.7
Males part-time 6.1 6.1 7.5 5.7 5.8
Femalesfull- 24.7 24.3 23.9 195 20.9
time
Females part- 26.2 28.2 31.0 27.0 23.6
time
Total 100 100 100 100 100

Souce: Annual Business Inqury (NOMIS)

Table 13 Employment Distribution by Size of Unit % 2001By Area

Unit Size Darlington VTa?Ify ’\g:;th ;Ir;?t n
1-10 employees 78.2 77.5 78.0 83.2
11-49 employees 16.7 16.9 17.0 13.0
50-199employees 4.0 4.6 4.1 3.1

200 a more employees 1.1 1.0 0.9 0.7
Tota 100 100 100 100

total number of units 3,076 16,255 65,271 2,168,711

Souce: Annual Business Inquiry (NOMIS)

63




Table 14 Employment Distribution by Size of Unit % 2001By Area

Middles- Redcar Stockton

Unit Size Darlington Hartlepool brouah & on
9 Cleveland Tees

Under 25 78.2 77.7 76.2 78.6 77.2
Employees
25-99 Employees 16.7 15.8 18.3 17.0 16.4
100499 Employees 4.0 5.8 4.5 3.7 5.2
Over 500 1.1 0.8 1.0 0.7 1.2
Employees
Total 100 100 100 100 100
Lort]i"’t"s”“mber of 3,076 1,978 3,450 3,086 4,665

Souce: Annual Business Inqury (NOMIS)

Self-Employed - data on residents who are were self-employed at time of 2001 Census.

Table 15 Self-employed - percentage of people aged 16-74 (with rankings of all English

districts.)
Self employed
1991Census 2001Census

% Rank* % Rank*
Darlington 5.8 299 6.3 290
Hartlepool 4.1 347 4.3 348
Middlesbrough 3.6 352 3.9 353
Redcar & 4.1 343 4.8 337
Cleveland
Stockton-on-Tees 4.3 341 4.9 335
Tees Valley 4.3 - 4.8 -
North East 4.7 - 5.3 -
England & Wales 7.8 - 8.3 -

* Rank - of 354 English untary authorities/districts with highest percentage ranked Number 1.

Souce ONS
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Table 16 VAT - Registrations 1996- 2002

1996 1997 1998 1999 2000 | 2001 2002
Darlington 215 175 245 215 205 210 190
Hartlepool 105 115 130 115 105 120 105
Middlesbrough 170 200 180 195 220 205 170
Redcar & 165 160 150 165 155 145 140
Cleveland
Stocktor+or 310 255 325 295 325 300 275
Tees
Tees Valley 965 905| 1,030 985| 1.010 980 880
North East 4145| 4.195| 4.215| 4255| 4375| 4110| 4.200
Great Britain 167.215| 183,680| 183,745 177.700| 180,565| 171,010| 172.335

Souce: ONS.
Table 17 VAT -De-Registrations 1996- 2002
1996 1997 1998 1999 2000 | 2001 | 2002
Darlington 215 225 175 190 190 255 220
Hartlepool 155 125 115 100 120 135 110
Middlesbrough 170 170 205 175 165 185 205
Redcar & 160 135 195 145 145 185 160
Cleveland
Stocktor-on- 320 265 255 205 275 350 310
Tees
Tees Valley 1,020 920 945 905 895| 1.110| 1,005
North East 4190| 3.970| 3955| 3995| 3,935| 4405| 4,120
Great Britain 151.380| 148.675| 150.240| 156.750| 161,750 163.650| 172,870
Souce: ONS.
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Table 18 VAT -Stocks 1996- 2003(at beginning of financial yea - April)

1996 | 1997 | 1998 | 1999 | 2000 | 2001 2002 2003
Darlington 2,105 2,105 2,055 2,125 2,150 2,160 2,115 2,085
Hartlepool 1,255| 1,205| 1,195| 1.210| 1.225| 1.210 1,195 1,195
Middlesbrough 1.805| 1.805| 1.840| 1815| 1835 1.890 1,910 1,870
Redcar & 1805| 1805| 1.830| 1785| 1800| 1815| 1775/ 1,755
Cleveland
3;”“” 2.930| 2920 2905| 2980 2975 3025 2,975 2,945
TeesValley 9900| 9,840| 9825| 9915| 9985| 10,100 9,970 9,850
North East 42.900| 42.855| 43.080| 43.340| 43600| 44.040| 43745| 43825
ggg)B”ta'” 1575.1| 1,590.9| 1.625.9| 1.650.4| 1.680.4| 1.699.2| 1,706.5| 1,706.0
Souce: ONS.
Table 19 VAT -Stock Ratios per 1,000resident popuation 1996- 2003
(at beginning of financial year - April)

1996 | 1997 | 1998 | 1999 2000 2001 2002 2003
Darlington 21 21 20 21 21 21 21 21
Hartlepool 14 13 13 13 13 13 13 14
Middlesbrough 13 13 13 13 13 14 14 14
Redca &
Clovdland 13 13 13 13 13 13 13 13
Stockton-on-
T 16 16 15 15 14 13 13 16
Tees Valley 15 15 15 15 15 15 14 15
North East 16 16 16 16 16 16 16 17
Great Britain 27 27 27 28 28 28 28 28

Souce: ONS.
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Table 20 Employment by Occupation - 2001 Census

% people ayed 1674 in employment working as/in :
People Aged
16-74in | Professiona | Asciate . . Persqnal Salesand Process Elemen
: Admin & [Skilled| service plant & | -tary
employment & professiona . customer i
, . |seaetaria | trades | occupa: : machine |Occup-
managerial | & tedhnical : services : :
tions operatives | ations
Darlington 42,992 23.6 12.6 12.6 12.3 7.0 10.4 8.9 12.6
Hartlepool 33,762 17.7 11.8 10.7 14.2 7.7 10.4 12.9 14.7
Middlesbrough 49,317 18.8 12.2 11.9 12.1 8.9 10.1 10.2 15.9
Redcar & 54,295 19.2 12.3 11.6 141 | 83 8.9 117 [13.9
Cleveland
300”0”0”' 75,904 22.8 13.4 122 119 | 7.3 9.4 102|127
€es
TeesValley 256,270 20.8 12.6 11.9 12.8 7.8 9.7 10.7 13.8
North East 1,032,968 21.1 12.5 12.8 12.3 7.6 9.5 10.7 13.6
England & 23,627,754| 26.3 13.8 133 |11.6 | 6.9 7.7 85  [11.9
Wales
Souce- Officefor Nationd Satistics - 2001Census data is Crown Copyright
Table 21 Unemployment in the Tees Valley - October 2003
Mae Female Totd
Number % Number % Number %
Darlington 1,252 4.2 404 1.4 1,656 2.8
Hartlepool 1,854 6.9 490 1.9 2,344 4.5
Middlesbrough 3,114 7.6 845 2.1 3,959 4.9
Redcar & Cleveland 2,338 55 637 1.6 2,975 3.6
Stockton-on-Tees 2,900 51 891 1.7 3,791 3.4
Tees Valley 11,458 5.8 3,267 1.7 14,725 3.8
North East 37,468 4.7 11,456 15 48,924 3.2
Great Britain 635,774 3.5 223,336 1.3 859,110 2.4
Souce: ONS
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An dternative measure of unemployment would be to estimate the propation d people
of working age seeking afull-time job:

Table 22 Demandfor Jobs - % of Working Age - October 2003

Male % Female % Total %
Darlington 11.8 12.8 12.3
Tees Valley 14.7 12.5 13.7
Great Britain 10.0 10.6 10.7

Souce: TVJSU/ONS

Ancther view of unemployment may be gained by simply measuring the total percentage
of people of working age without work for whatever reason:

Table 23 Joblessess- % of Working Age October 2003

Male % Female % Total %
Darlington 22.8 30.0 26.3
Tees Valley 28.7 35.7 32.1
Great Britain 22.2 31.0 26.4

Souce: TVJSU/ONS
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Table 24 Unemployment Benefit Claimants as % of Working Age population
Wards of Darlington - October 2003

Male Female Total

No % No % No %
Bank Top 70 6.0 20 1.8 | 90 4.0
Central 112 9.5 30 |28 |142 | 6.4
Cockerton East 45 2.9 18 1.1 | 62 2.0
Cockerton West 75 6.7 25 2.1 |100 | 4.4
College 26 2.4 8 0.8 | 34 1.6
Eastboune 74 5.0 27 18 |101 | 3.4
Faverdale 8 1.4 3 06 | 11 1.0
Harrowgate Hill 45 2.3 16 |09 | 60 1.6
Haughton East 68 5.6 24 19 | 92 3.7
Haughton North 40 3.5 14 |13 | 54 2.4
Haughton West 39 2.3 14 0.8 | 53 1.6
Heighington & Coniscliffe 9 0.9 3 04 | 12 0.7
Hummersknott 19 1.9 4 04 | 23 1.2
Hurworth 16 1.5 5 05 | 21 1.1
Lascelles 53 4.8 17 1.7 | 70 3.3
Lingfield 39 3.9 12 1.3 | 52 2.6
Middleton St. George 25 2.1 11 |1.0 | 36 1.6
Mowden 16 1.6 6 0.7 | 22 1.1
Northgate 112 6.0 29 16 | 141 | 3.9
North Road 138 8.8 41 |3.0 | 179 | 6.2
Park East 113 6.3 38 |21 |151 | 4.2
Park West 18 1.8 14 |15 | 32 1.7
Pierremont 81 4.4 23 1.3 104 | 2.9
Sadberge & Whesse 11 1.8 2 04 | 13 1.1

Souce ONSJIU

69




Table 25 Unemployed by duration d unemployment - October 2003

(Percentage of all unemployed people by length of time out of work)

Under 6 6-12 1-2 Over 2

months months years years
Dar lington 67.7 17.3 10.3 4.7
Hartlepool 68.8 18.4 9.1 3.7
Middlesbrough 64.2 17.9 10.4 7.5
Redcar & Cleveland 65.3 16.7 9.4 8.6
Stockton-on-Tees 68.4 17.6 7.5 6.4
Tees Valley 66.6 17.6 9.2 6.5
North East 68.1 17.2 9.4 5.3
Great Britain 66.6 18.0 10.6 4.8

Souce ONS
Table 26 Unemployed by age - October 2003
(Percentage of all unemployed in each age group)
Under 20 20-24 2549 Over 50
yrs yrs yrs yrs
Darlington 10.1 16.1 53.0 20.8
Hartlepool 13.9 20.5 49.9 15.7
Middlesbrough 15.1 20.9 50.6 13.4
Redcar & Cleveland 15.7 18.7 50.2 15.5
Stockton-on-Tees 15.5 19.8 47.6 17.1
TeesValley 14.6 19.5 49.9 16.0
North East 14.1 18.8 50.0 17.1
Great Britain 10.9 17.4 54.9 16.8
Souce ONS

Jobs Density

National Statistics have recently pulished information on'jobs density’ for locd areas. Jobs density
is defined as the number of filled jobs in an area divided by the number of people of working age
resident in that area The number of jobsin an areais made up d the jobs done by residents and those
filled by inward commuters

A jobs density figure that is greaer than 1indicates that there are more jobs in an areathan people of
working age to fill them. Areas with relatively high jobs densities, therefore, clearly offer potentia
job oppatunities for residents of the aea
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However, only a very few parts of the counry (i.e. where there are many jobs and relatively less
popuation) achieve that sort of figure and the national averageisjust over 0.8.

Figuresfor individual districts in the sub-region varied considerably with Darlington at 0.88being the
highest. Darlington's rate was the only one in the Tees Valley above the national average.

Table 27 Jobs Densities 2001and 2000

Jobs Jobs
Density Density
2001 2000
Darlington 0.88 0.85
Hartlepool 0.64 0.68
Middlesbrough 0.74 0.82
Redca & Cleveland 0.54 0.53
Stockton-on-Tees 0.75 0.69
Tees Valley 0.71 0.71
North East 0.70 0.69
Great Britain 0.83 0.82
Souce : NOMIS.

Table 28 shows 'jobs density' figures in 20QL for districts in the Tees Valley ranked of al districts in
Grea Britain. Darlington was ranked highest of districts in the sub-region at 110" out of 408 such
aress.

Table 28 Jobs Densities ranked by all districtsin Great Britain

DJe(J)anIE'Sty Rank

2001 (of 408 dstricts)
Darlington 0.88 110
Hartlepool 0.64 339
Middlesbrough 0.74 239
Redcar & Cleveland 0.54 385
Stockton-on-Tees 0.75 224

Souce : NOMIS.
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Earnings by workplace:

Table 29 Average Gross Weekly Earnings 2003

Darlington TeesValley North East | Great Britain
£ £ £ £

Full-Time Males 438.5 455.5 437.8 525.0
% Change Since +8.1 +3.1 -0.3 +2.2

2002
Full-Time Females 298.5 325.2 347.3 396.0
% Change Since -0.8 +4.1 +4.6 +3.3

2002
All Full-Time 382.8 406.2 402.1 475.8

Adults +2.1 +1.6 +0.8 +2.4
% Change Since

2002

Souce NOMIS

Table 30 Average Gross Weekly Earnings 2003 ty Unitary Authority in the Tees Valley

Darlington Hartlepool | Middlesbrough | Redcar & Stockton-
£ £ £ Cleveland onTees
£ £
Full-Time Males 438.5 450.4 446.4 486.4 455.1
% Change Since 2002 +8.1 +6.4 +1.4 +3.3 +0.1
Full-Time Females 298.5 323.3 349.4 312.2 326.9
% Change Since 2002 -0.8 +5.9 +8.3 +0.6 +4.0
All Full-Time Adults 382.8 407.7 404.9 429.4 406.8
% Change Since 2002 +2.1 +5.0 +3.3 +2.3 -1.4
Souce TVJSU
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Earnings by residence - with comparison to workplace data - residence based data only avail able for 2002
so comparison made with 2002workplace earnings data:

Table 31 Average Gross Weekly Earnings for the Tees Valley, North East and
Great Britain 2002(comparison d residence and workplaceof employees)

Darlington Tees Valley North East Great Britain
Work | Resid- | Work- | Resid-| Work- | o <0 | \work-
Residence | place ence place | ence place ence place
bas_ed based | based | based | based | based I | | based
earnings earn- ean- | earn- | ean- | earn- | .. ngd earnings
ings ings ings | ings ings
£ per £ per £per |Eper Eper | Eper | Eper | £ per
week week week | week | week | week | week | week
Full-Time Males 399.7 405.8 | 428.5| 442.0 | 429.7| 439.1 | 513.8 | 513.8
Full-Time Females 338.7 300.9 | 312.6 | 312.5| 329.8| 332.1 | 383.4 | 383.4
All Full-Time 376.4 374.8 | 389.8 | 399.9 | 392.1| 399.3 | 464.7 | 464.7
Adults

Table 32 Average Gross Weekly Earnings 2002 ty Borough in the Tees Valley
(comparison kased onresidence and workplace of employees)

Darlington | Hartlepool | Middlesbrough | Redcar & Stockton-
£ £ £ Cleveland onTees
£ £
Full-Time Males :
residence based 399.7 427.2 391.3 426.8 459.7
workplacebased 405.8 423.4 440.1 470.9 454.5
Full-Time Females::
residence based 338.7 306.9 288.0 321.2 307.8
workplacebased 300.9 305.4 322.6 310.2 314.4
All Full-Time Adults:
residence based 376.4 390.0 355.1 388.5 414.8
workplacebased 374.8 388.3 391.8 419.7 412.6
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GrossDomestic Product (GDP) measures the value of goods and services produced in an area. It reflects
the aea sindustrial and commercial structure and is aff eded by levels of employment, unemployment,
eanings and company profitability. Inthisway GDP isan indicator of the wealth of an area particularly
in terms of the value of its production. Table 33 shows GDP per head of popuation and GDP as an index
related to the UK average.

Official estimates of GDP are available for Darlington kut not usually for the other boroughs within the
Tees Valley so the JSU has calculated estimates for these.

Table 33 GrossDomestic Product per Head of Population 1998

GDP Index
£ per hed (UK=100
Darlington 11,254 90
Hartlepool 9,486 76
Middlesbrough 9,977 80
Redcar & Cleveland 10,682 85
Stockton-on-Tees 11,783 94
Tees Valley 10,683 85
North East 9,741 78
United Kingdom 12,548 100

Souce: JU Estimates and Officefor National Satistics

Index of Multiple Deprivation

The DTLR pulishes the Index of Multiple Deprivation (IMD) used as badkgroundin
bidding for single regeneration and aher funds. Rankings of 354 English districts are
based onvarious ward analyses. Table 31 shows threerankings for ead district in the Tees
Valley:

a) Averageward scores - Darlington ranked 88" worst of 354
districts and was relatively best off compared to other Tees Valley
districts.

b) Extent rank (proportion of popuationliving in worst 10 percent of
wards nationally) - Darlingtonranked 73d being the best ranked
inthe Tees Valley.

c¢) Locd concentrationrank (average rank of wards in theworst 10
percent of the district population) - Darlingtonranked 7&h of all
English districts by far better off that the other districts in the sub-
region.
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Table 34 Index of Multiple Deprivation 2000(rankings of 354 English districts)

Average Ward Extent Rank Locd
Scores (% popdationin Concentration
worst 10% of wards (deprivation d
nationally) worst 10% of
district population)
Darlington 88 73 76
Hartlepool 8 11 10
Middlesbrough 9 8 1
Redcar & Cleveland 32 23 7
Stockton-on-Tees 75 40 26
Souce: DETR

Househdds on Benefits

Low Income Households: The propation d househalds receiving any of Family Credit, Income Support
or Job Seekers Allowance. All these benefits are means tested —Payment is made on a households basis
and the amount of benefits paid vary according to the resources of the Househald.

Working Families Tax Credit: A benefit payable to howsehalds with children, where either or bath
parents are in work but receiving low total income. This replaces Family Credit - more people ae
eligible for WFTC than Family Credit, thus more claimants are recorded.

Income Suppat: Anincome benefit payable to thase househalds not expeded to seek work e.g. elderly
people, disabled people, some lone parent families.

Children in Low Income Househalds: The percentage of award’s children who are in families receving
one of the @ove benefits.
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Table 35 Benefit Claimants 2000

%
% low-i % childrenin % househalds househadds
o low-income . . ) L
hotseholds low-income reciving workln'g reciving
howseholds | familiestax credit income
suppat
Darlington 27 45 6 17
Hartlepool 37 55 7 23
Middlesbrough 41 59 7 25
Redca & Cleveland 32 45 6 20
Stocktonron-Tees 30 45 6 18
TeesValley 33 49 6 21
North East 32
Great Britain 22 37 4 16
Souce: DSYJU
Table 36 Average house price - July to September 2003
Detached Semi- Terraced Flat / Total
Detached Maisonette
£ £ £ £ £
Darlington 168,991 96,063 65,624 94,413 98,649
Hartlepool 161,305 72,464 38,536 89,402 70,958
Middlesbrough 161,847 86,169 38,460 80,552 71,635
Redca & Cleveland 151,522 84,713 47,834 50,181 83,393
Stockton-on-Tees 164,856 83,117 53,387 109,432 99,326
Tees Valley 162,254 85,267 48,266 85,915 86,412
North East 183,263 96,625 67,094 83,300 99,718
England & Wales 250,715 145,576 120,685 152,446 161,665

Souce: LandRegistry
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Table 37 Changein Average House Prices 20022003

3% Quarter 3rd Quarter %
2002 20032 incresse
Darlington 79,515 98,649 24.1
Hartlepool 60,364 70,958 17.6
Middlesbrough 55,230 71,635 29.7
Redcar & Cleveland 69,909 83,393 19.3
Stockton-on-Tees 81,110 99,326 22.5
TeesValley 71,281 86,412 21.2
North East 80,188 99,718 24.4
Great Britain 146,150 161,665 10.6

Souce: LandRegistry

Table 38 Total Household Income and GrossDisposable Household Income
Average per head 1997-1999(Indexed UK=100)

Total Gross
Househald Disposable
Income Househald
Income
Darlington 85 89
Hartlepool /Stockton 85 89
South Teesside 82 86
Tees Valley 84 88
North East 85 89
United Kingdom 100 100

Souce: Officefor National Satistics
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Table 39 Key Stage 1 Results 2002 Percentage Yea 2 Pupils Achieving Level 2 or more

, . Science
Number of | Reading Realing o , .
Y2 Pupils Task | Comprehension Writing | Spelling | Mathematics ATeamer
ssesgnent
Darlington 779 83 88 89 84 93 90
Hartlepool 1191 85 85 86 83 91 89
Middlesbrough 1818 81 80 83 78 88 86
Redcar &
Cleveland 1664 87 86 89 83 91 91
Stockton-an- 2177 86 86 87 83 92 92
Tees
TeesValey 7629 84 85 87 82 91 90
National - N/A N/A N/A N/A N/A N/A
Souce: JU

Table 40 Key Stage 2 Results 2002 Percentage Y ea 6 Pupils Achieving Level 4 or

more
. English |Mathematics| Science Overadl
Number of Y6 Pupils % % % (Sum) %
Darlington 1269 75 77 87 239
Hartlepool 1183 71 73 87 231
Middlesbrough 1964 70 70 85 225
Redca & Cleveland 1889 71 72 86 229
Stockton-on-Tees 2546 76 76 89 241
Tees Valley 8851 73 73 87 233
National - 75 73 86 234
Souce: JU
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Table41 Key Stage 3 Results 2002 Percentage Y ea 9 Pupils Achieving Level 5 or

more
Number of Y9 .o, |Mathematics| Science 0
Purils English % % % Overall %
Darlington 1195 63 65 68 196
Hartlepool 1290 68 62 62 192
Middlesbrough 1864 60 55 54 169
Redca & Cleveland 1889 65 65 63 193
Stockton-on-Tees 2503 70 65 66 201
Tees Valley 8741 65 62 62 190
National - 66 67 66 199
Souce: JU
Table 42 GCSE Results - 2001
Average
Number of Y11 |Fiveor More A*-C| No Grades | Points
Pupils % % Score*
Darlington 1098 48 3 39
Hartlepool 1228 40 5 35
Middlesbrough 1913 39 6 35
Redcar & Cleveland 1856 39 5 34
Stockton-on-Tees 2449 46 3 39
Tees Valley 8544 42 4 37
National 50 6 39

* Average score of year 11 (aged 16 pupils residents each ward (whichever Tees Valley
LEA school they attend) in GCSE examinations, calculated as follows— A*=8, B=7, etc
down to G=0, Half GCSEs are awarded half paints.

Souce: JU
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Table 43 Destination d Yea 11 School Leavers 2001 %

Moved
Number of Government Away
School [Full Time| Suppated | Full Time | Not | From No
Leavers |Educdion| Training [Employment|Settled| Area | Resporse
% % % % % %
Darlington 1241 66 12 10 9 0 2
Hartlepool 1291 63 16 9 8 2 2
Middlesbrough 2146 66 13 4 11 2 4
Redcar &
Cleveland 1972 62 14 6 13 1 4
Stockton-on-Tees 2538 67 13 7 9 1 2
Tees Valley 9188 65 14 7 10 1 3
National - N/A N/A N/A N/A | N/A N/A
Souce: JU/Connexions
Table 44 Qualifications - of al people 16-74 - 2001 Census
% of people aged 1674 with :
People Highest | Highest | Highest | Highest
Aged NO | jevel 1- | level 2- | level 3- | levei 4- | O~
1674 | qudifi-| oo - | (Ve L” | VeS| VEST g
cations lormore | 5GCSEY |2 ar more| degreeor unknawn
GCSEs | 1A level | Alevels | abowe
Darlington 70,082 | 32.0 171 19.9 6.7 16.5 7.9
Hartlepool 63,219 | 39.2 16.3 18.7 6.0 11.4 8.4
Middlesbrough 96,112 | 36.8 16.5 19.2 7.8 12.8 6.9
Redcar & Cleveland] 100,045 | 35.8 17.4 19.4 6.3 12.5 8.7
Stockton-on-Tees 129,355 | 31.4 18.0 20.7 6.9 15.2 7.9
Tees Valley 458,813 | 34.7 17.2 19.7 6.8 13.8 7.9
North East 1,831,354 | 34.7 16.9 18.8 7.3 15.0 7.4
England & Wales |37,607,438 | 29.1 16.6 19.4 8.3 19.8 6.9

Souce- Officefor Nationd Satistics - 2001Census data is Crown Copyright
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Table 45 Percentage of Workforcewith Qualification Level

2000 2001
NVQ3/Above NVQ3/Above
NV% e or Trade Quali}\il((:)ai ons NVQ1&2 or Trade Quali}\il(?ai ons
Apprentiship Apprentiship
Darlington 31.3 43.2 17.9 34.2 42.9 16.5
Hartlepool 28.8 36.4 24.6 30.6 37.7 23.0
Middlesbrough 30.0 36.3 24.6 32.1 38.3 23.2
Redcar and 32.4 37.0 22.8 33.0 38.9 215
Cleveland
Stockton on Tees 31.9 43.1 17.6 324 43.5 17.4
TeesValley 31.1 39.4 21.2 32.5 40.6 20.1
North East 31.5 40.6 20.6 31.7 42.4 19.4
England 30.2 442 16.2 30.4 44 .4 16
Souce Learning and 8ills Courcil
Table 46 Car ownership - 2001 Census
% of househdds with number of cars or vans : All
All casor
houwseholds None One o Three Four vansin
or more area
Darlington 42,300 31.2 45.3 19.6 3.0 0.9 41,236
Hartlepool 37,400 39.3 42.4 15.4 2.4 0.6 30,941
Middlesbrough 55,200 41.0 40.6 15.4 2.5 0.6 44 810
Redcar & 57400 |32.3 449 186 | 33 0.9 55,173
Cleveland
Stockton-on-Tees 73,000 29.6 43.3 22.4 3.8 0.9 75,374
TeesValley 265,300 34.2 43.3 18.7 3.1 0.8 247,534
North East 1,066,300 |35.9 43.1 17.5 2.8 0.7 955,305
England & Waes |21,660,500 | 26.8 43.8 235 4.5 1.4 23,936,250

Souce- Officefor Nationd Satistics - 2001Census data is Crown Copyright
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Table47 Means of travel to work - All persons - 2001Census

% of people aged 16-74 in employment who travel to work by/as :

People Aged :

1674 in Train | Busor Motor- Drive Pass_ _ Other Wor_klng

employment cc | coach cycleor car/ van [EN9E N Bicycle|On foot Means mainly

scooter etc cal/van at home

Darlington 42,99211.2 [10.2 0.6 56.1 9.1 22 (118 [ 0.6 8.3
Hartlepool 33,762 0.6 8.4 0.7 55.7 125 28 |11.7 |10 6.5
Middlesbrough 49,317 0.7 [11.2 0.8 549 |10.7 25 [11.7 [0.8 6.5
Redcar & Cleveland 54,295( 1.3 8.0 0.9 60.2 9.6 19 (100 |1.0 7.2
Stockton-on-Tees 75,9041 0.7 7.8 0.9 62.8 9.4 2.1 8.3 |0.9 7.2
TeesValley 256,270] 0.9 9.0 0.8 58.7 |10.0 23 (104 |[0.9 7.1
North East 1,032,968| 3.0 |11.0 0.7 55.2 9.8 16 |10.2 (0.8 7.7
England & Wales 23,627,754( 7.1 7.4 1.1 55.2 6.8 28 [10.0 (05 9.2

Alan Tinkler
TVJISU

Souce- Officefor Nationd Satistics - 2001Census data is Crown Copyright

December 2003.

82




Wor kforce Profiling

The Council’ s personrel information system (COMPEL) isreviewed onan ongoing
basis and is constantly being developed for monitoring suitability, including suppating
the Courril’ s statutory ethnic monitoring duties. The Council has atrained HR Systems
Administrator in pcst to facilitate this.

Darlington Borough Council already engages in workforce profiling. Human Resource
Management Division gathers the following information ona 6-monthly basis and
provides detailed reports for the Corporate Management Team (CMT):

= Workforce profile (by conditions of service, full/part-time status, gender,
disability and ethnicity)

» Leaversinformation (by gender, disability, ethnicity and reasons for leaving)

»  Turnover rate (by department)

= Performance against the Corporate Hedth Performance Indicators (including

BVPI 11a- the percentage of the top 3% of eanersthat are women, BVPI 11b —

the percentage of the top 3% of earners from bladk and minority ethnic

communities, BVPI 16a/b —the percentage of disabled employees compared to

the percentage of economically active disabled people in the authority area and

BVPI 17a/b —the percentage of employees from minority ethnic communities

compared to the percentage of the econamically active minority ethnic

community popuationin the authority area)

The number of disciplinary cases (by gender, disability and ethnicity)

The number of grievance cases (by gender, disability and ethnicity)

The number of capability cases (by gender, disability and ethnicity)

The number of bull ying and harassment cases (by gender, disability and ethnicity)

The number of dismissals (by gender, disability and ethnicity)

The number of Employment Tribunal claims

The number of requests for flexible working (by gender)

The number of requests for parental leave

The age, gender, disability and ethnicity profile of applicants for posts and thase

shortlisted and appointed for paosts.

The Council is unable to monitor promotions by ethnicity, asthereis nointernal
promotion ogramme, rather al posts are alvertised and generally open to bath internal
and externa applicants.

The Council introduced arevised performance asesgnent procedure (Performance
Development Reviews/PDRS) in April 2003. However, due to the need to phasein the
new procedure from the former appraisal procedure, performance scores for the yea
200304 will not be avail able urtil the end d March 2004. As such, the Courxil is
currently unable to monitor performance asssment in terms of whether employees with
abladk or minority ethnic badkgroundsuffer detriment. However, arrangements arein
place viathe Workforce Development Team to ensure that this and other equalities
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information (in terms of performance) will be available for the 20083/04 performance year
onwards.

Systems have dso been established this year for monitoring applicants for training and
staff whoreceivetraining by racial group. The 6-montly report to CMT will continue to
be developed and refined to incorporate this additional information.

Please seethe ealier section‘ Fair Employment and Equal Pay Policy' for information on
the Courril’s plans for an equal pay review.
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Corporate Equalities Review and Plan-L ed Equalities Training
Programme

A programme of equality training has been developed to suppat both this Corporate
Equalities Review and Plan and departmental service objectives. Thetraining
programme is aso consistent with the training arrangements in the Courcil’ s Race
Equality Scheme.

The course specificaions for the @rporate training programmes are attached ower the
page.

In addition to the corporate training courses, the following are examples of other
departmental training which also takes place

Dired Payments

Epilepsy Manual & Patient Handling
Mental Hedth Awareness

Person Centered Planning

Protedion d Vulnerable Adults

Visual Impairment Awareness

Asylum Seeker/Refugee Isues Awareness
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RaceEquality Training

Outline

The Council has a Statutory obli gation to meet and deliver a set of duties which promote
RaceEquality which must be incorporated into all Courcil pdlicies, service delivery and
employment. This course will cover the Courcil’ s obligations under the RaceRelations
(Amendment) Act 2000. It will also provide information onthe Courcil’s RaceEquality
Scheme at Corporate and Departmental level and onthe individuals role in suppating the
implementation d the Race Equality Scheme. The course will also give an overview of
the Courcil’s Racial Equality Policy and suppating Guidancefor Reporting and
Reoording Suspected Racial Incidents.

L earning Outcomes

At the end d the course employees will be ale to:

» Have agoodworking knowledge of the Race Relations Amendment Act.

» Have agoodworking knowledge of the Courcil’s RaceEquality Scheme and related
actions plans at a Departmental and Corporate Level.

» Understand the individual employee resporsibiliti es to abide by the rules and codes of
practicerelated to Race Equality Issues.

 ldentify the types of racial incidents and how they shoud be reported urder the
Courrxil’ s procedure.

» Understand the diff erent roles and resporsibilities that are placed onindividual
employees, managers and dredors to abide by the rules and codes of practice related
to Race Equality Issues during their employment and service delivery.

* Understand and be ale to operate the procedures for reporting and dealing with
suspeded radal incidents.

Duration

Half aday.

Who Should Attend

All Borough Courcil employees.
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Equal Opportunities and Diversity |saies for Employees

Outline

Darlington Borough Council is committed to equality of oppatunity for all in its service
delivery, employment and in the way it operates as an arganisation. The course will
provide an overview of the main Equality and Diversity Legislation, together with an
overview of the Courcil’s pdlicies and procedures relating to Equal Oppartunities isaues.

L earning Outcomes

By the end d the event employees will be ale to:

Identify the key elements of the Courcil’s policies relating to human rights, equality
and dversity Legidation.

Understand the ams and oljedives of the Corporate Mainstreaming project including
the role and resporsibility of the individual Departmental Mainstreaming groups.
Define discrimination and prejudice and haw it shows itself.

Identify how personal beliefs, attitudes, language and behaviour can impact on staff
relationships and service delivery.

Explain the main features of current equalities and discrimination legislation and its
application.

Duration

A one day course.

Who Should Attend

All employees with the exception d Managers.
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Equal Opportuninities and Diversity for Managers

Outline

Darlington Borough Council is committed to equality of oppatunity for al in its service
delivery, employment and in the way it operates as an organisation.

This course will provide managers with a soundunderstanding of the importance of
equality and dversity acrossthe Courrcil at a Departmental and Corporate level. It will

also cover the Legidation and Quality Standards relating to this area

L earning Outcomes

At the end d the murse managers will be aleto:

Have agoodworking knowledge of the Equality Standard for Local Government.
Understand hav the Council is driving to meet the Level 2 of the Standard bath in
terms of Corporate policy and action planning.

Have agoodworking knowledge of the aurrent Equalities and Discrimination
Legislationand how it impacts on the Council.

Have an awarenessof the Courcil’ s equality and diversity policies including; Equal
Oppartunities, Anti-Harassment and Bullying, Reporting Suspected Radal Incidents,
and Racial Equality.

Have an overview of the Locd and National Performance Indicator targets related to
Equal Opportunities issues.

Identify the wider issues relating to the Equal Opportunities agenda.

Reaognise and have the ability to apply and implement the businessand legal
advantages of promoting and valuing equality and dversity isaues.

Action plan to show how to implement the Equality Standards into their area of work.

Duration

1 day.
Who Should Attend

All Managers.

Provider

Peter Hammond, an independent provider on behalf of Darlington Borough Courcil.
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Introduction to Dedness

Outline

This course introduces participants to the particular needs of people with heaing loss
The aim of the courseisto provide awarenessto all staff.

L earning Outcomes

At the end d the programme staff will:

* Understand haow to identify heaing loss

* Understand some techniques they can use to help communication
* Understand what to do/ and nd what to do

* Havesomeinsight into the prevalence and impact of heaing loss
* Understand the ranges of heaing impairment

* Thelanguages of hearing impaired people.

Duration
This one day course runs from 9.30am urtil 4.00om

Who Should Attend

Any manager, member of staff or service provider whowould like to have an
understanding and knavledge of heaing impairment.

Provider
Tom Keogan, Care Manager, Socia Services

Cost

£40
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Disability Equality Training

Outline

Trainers are qualified to Disabil ity Rights Commisson Standard. Participants who
complete the training wil | be given a Disability Equality Training padk and a cetificate.

L earning Outcomes

By the end d the murse dl participants will :

* Feel relaxed when talking to disabled people using appropriate language and
etiquette.

* Understand the distinction between “impairment” and “ disability”.

* Have an urderstanding of the Disability Discrimination Act and the Disabil ity
Rights Commission.

* Have an urderstanding of the importance of disability issues as applied to practice
and when making or carrying out palicy and procedure.

» Understand how the disabling world aff eds everyone.

"The sesson encouraged staff to reflect uponexisting policies and practices, the cae
studies chall enged ou assumptions and prejudices and led to stimulating debate. Most
importantly the session was enjoyable and | believe essential for all employees.” (Sarah
Farley, Principal, Darlington College of Tednology).

Course Content

+  What isdisability Disability Discrimination Act
«  Stereotyping + Access

+  Modésof disability + Disability Etiquette

Duration
9.30am — 4.3(m

Who Should Attend

All staff
Provider

Darlington Association on Disability (DAD): Disability Equality Trainers: Adele Barnett,
Rosemary Berks and Gordon Pybus.

Cost
£60
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Recruitment Procedures

Darlington Borough Council adopts procedures to ensure that publicity for vacancies
does not unfairly restrict the range of applicants.

Factors influencing the decision abou where to advertise include:

The skills, aptitudes, knowledge and experiencerequired to dothe job
The anticipated difficulty in attrading interest for the job

The anticipated level of competition for the job

The ned to provide Gareer oppatunities for existing employees

The Council’ s commitment to equality of oppatunity

All jobs must as a minimum be alvertised in the Courcil’ sinternal vacancy bulletin
“Jobscene’, Darlington Job Centre (with the exception d casual paosts), on Darlington
Borough Courril’s Internet site and onthe Jobs board in the reception area at the Town
Hall. Inadditionto this, most jobs are dso advertised in the locd press(Northern Echo)
andin some caes, the Town Crier. The Recruitment and Selection Team co-ordinate the
placing of pressadverts viathe Courcil’s appanted advertising agency, who also provide
information and advice on designing and pladng adverts. Where gpropriate, jobs are
also advertised in national newspapers and professional journals. Thiswill usualy be for
senior, technical or specialist posts, or that are difficult to recruit posts.

In all cases, wording for adverts/any images used are dhedked for unfair limitation and
restriction. Both internal and external job adverts include astatement showing the
Courcil’s commitment to equal oppatunities.

The Council has also adopted a positive action dan (attached below), which aimsto
encourage goplications from people with disabilities or with a blad/minority ethnic
badgroundandto retain people from these groups oncein past.

The Council has developed a standard range of application forms andjob descriptions
that are clea and explicit andin use arossthe Courcil, not least with the aim of ensuring
equality of oppatunity for al job applicants. All job descriptionsinclude
duties/resporsibilities in terms of equality isaues. Examples of these documents are
available on request.
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Darlington Borough Council’s Positive Action Plan

To Attrad and Retain Employees with a Disability

NO. ACTION BY WHOM BY PROGRESS
WHEN?
1.0 | Generd
1.1 | Reseach groups suppating disabled peopleinthe | Policy & Strategy/ EndDec | Initial research completed. HW continuing to
DBC area (e.g. DAD) HRMD 2003 network. HW make sure all groups have access
Helen Whiting to Jobscene. HW to chedk with Recruitment
and Selectionif send Jobscene to DAD/other
groups covering people with dsabilities
2.0 | Recruitment & Selection
2.1 | Visit groups suppating disabled peoplein the Recruitment & Ongoing | MSalready has quarterly mtg with Advance
DBC areato promote employment with DBC Selection/Policy & To extend mtgs to ather main groups, e.g. DAD
Strategy
Maggie Swinden
Helen Whiting
Julie Cassdy
2.2 | Make use of existing Courcil workers' accessto Policy & Strategy Ongoing | MSto raise at next Inclusionworking group —
groups who work with people with dsabilitiesto | Magge Swinden to ask Departmental reps who have contacts we
promote employment with DBC Helen Whiting can use
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NO. ACTION BY WHOM BY PROGRESS
WHEN?
2.3 | Attendeventsin DBC areapromoting job Recruitment & Ongoing | Asoppatunities arise
oppatunities for people with disabilitiesto Selection/Policy &
promote employment with DBC Strategy
Maggie Swinden
Julie Cassdy
Helen Whiting
2.4 | Linkinto regional events promoting job Recruitment & Ongoing | Asoppatunities arise
oppatunitiesin local government Selection/Policy &
Strategy
Maggie Swinden
Julie Cassdy
Helen Whiting
2.5 | Place aticlesin spedalised presspromoting Recruitment & Ongoing | Articlein Town Crier?
employment oppatunities with DBC Selection/Policy &
Strategy
Maggie Swinden
Julie Cassdy
2.6 | Continueto include information on dsabled Recruitment & Ongoing | Already included in each course (which runs
applicantsin recruitment and selectioncoursefor | Selection approx. four timesayea)
managers, with guest speakers from Jobcentre Julie Cassdy
Plus/Advance Employment, etc. where possible Magge Swinden
2.7 | Continue to work with Advance employment to Recruitment & Ongoing | Mestings take placeon aquarterly basis; a
suppat work placements/employment Selection/Policy & number of placements provided to date; 3
oppatunities Strategy Advance dients have been dffered permanent
Maggie Swinden contracts
2.8 | Continuetoissue ‘Jobscene' to Disability Recruitment & Ongoing | Already in pace
Employment Advisor and Jobcentre Plus Selection
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NO. ACTION BY WHOM BY PROGRESS
WHEN?
2.9 | Issue Jobsceneto groups sippating Disabled Recruitment & Ongoing | Already in pacere RNIB. Nedl to expand
peoplein the DBC area(e.g. RNIB) Selection circulation. HW to liaise with JC
Julie Cassdy
Helen Whiting
2.10 | Continueto provide gplicationformsin large Recruitment & Ongoing | Already available in these formats
print/braille on request Selection
2.11 | Develop appropriate gplicationform for people Recruitment & March Required for Level 2 Equality Standard
with special learning needs Selection/Policy & 2004
Strategy
Maggie Swinden
Julie Cassdy
2.12 | Continue to interview all disabled applicantswho | All DBC Managers | Ongoing | Already in place
meet the essential criteria on the person spec and
to consider them ontheir abili ties (Disabil ity
Symbadl)
2.13 | Continue to allow applicants with special needsto | All DBC managers | Ongoing | Already in place
bring someone to interview with them asa DBC
reasonable aljustment
2.14 | Promote Jobcentre Plus services for disabled Recruitment & Feb MSto circulate to HR Managers and ask to
peopleto all managers (e.g. Accessto Work; Job | Selection/Policy & 20040n | cascadein Depts
Introduction Scheme; Workstep) Strategy going
Maggie Swinden
2.15 | Monitor reauitment and retentionin relationto Recruitment & Ongoing | Already in place- Reported to CM T/ Resources

situation for people with disabilities (e.g. no. d
applicants, no. d people shortlisted for interview,
successat interview) and make the results

avail able to CM T/resources scrutiny on a 6-
monthly basis

Selection/Policy &
Strategy

Julie Cassdy

lan Tranter
Maggie Swinden

Scrutiny Sept 2003and CMT Dec03
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NO. ACTION BY WHOM BY PROGRESS
WHEN?
2.16 | Produce afeedback sheet for disabled candidates | Recruitment & April
interviewed for DBC posts Selection 2004
Julie Cassdy
3.0 | Workforce
3.1 | Ensurethat there is amechanism in place to All DBC managers | Ongoing | ViaPDR process
discuss at any time, bu at least once ayear, with
disabled employees what can be dore to make
sure they can develop and use their abilities
(Disability Symbd)
3.2 | Make every effort to retain employeeswhenthey | All DBC managers | Ongoing | Already in pace Make aljustments suggested
becme disabled (Disability Symbal) by Occupational Health; Redeployment
Procedure.
3.3 | Disability AwarenessTraining (Disability Workforce Ongoing | CoursesrunJuly & Sept 2003. Further courses
Symbadl) Development/All torunin Dec2003and Feb 2004
DBC managers
3.4 | Eachyea, toreview the five ommitments of the | Policy & Strategy Ongoing | Reviewed and achieved 2ah May 2003
Disability Symbad and what has been achieved,to | HRMD
plan ways to improve on them and let employees
and Jobcentre Plus know abou progressand future
plans
3.5 | Monitor workforcein relationto dsability (e.g. All Departmental Ongoing | Already in pdace. Last report to CMT/
no. d employees, no.of grievances, B&H HR Managers/ Resources Scrutiny Sept 2003andto CMT Dec
allegations, accessto training, PDRSs, no.retained | Policy & Strategy 03
foll owing redeployment, leavers) and report to HRMD

CMT ona6-monthly basis
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NO. ACTION BY WHOM BY PROGRESS
WHEN?

3.6 | Develop and monitor palicies/proceduresin Policy & Strategy, Ongoing | Policies/procedures already developed.
relationto dsability isaues (e.g. Equal HRMD Revised Anti-Harassment and Bullying Policy
Oppartuniti es Policy, Employment of people with to JCC 14th Oct 2003.

Disabilities, Anti-Harassment and Bullying Policy,
Policy Statement of Recruitment & Selection,
Disciplinary, Redeployment Procedure)
3.7 | Produceguidancefor employees onworking with | Policy & Strategy June
people with dsabili ties Helen Whiting 2004
To Attrad and Retain Employees from BME Groups
No. ACTION BY WHOM BY PROGRESS
WHEN?

4.0 | Genera

4.1 | Reseach BME groupsinthe DBC area Policy & Strategy, EndDec | Reseach orgoing. REC main contact. HW to
HRMD 2003 check JC if REC getg/has accessto Jobscene
Helen Whiting

5.0 | Recruitment & Selection

5.1 | Visit BME groupsinthe DBC areato promote Recruitment & Ongoing
employment with DBC Selection/Policy &

Strategy

Maggie Swinden
Helen Whiting
Julie Cassdy

5.2 | Make use of existing Courcil workers accessto Policy & Strategy Ongoing | MSto raise a next Inclusion Implementation
groups who work with people from BME Maggie Swinden group
communities to promote employment with DBC Helen Whiting
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No.

ACTION

BY WHOM

BY
WHEN?

PROGRESS

5.3

Attend BME eventsin DBC areato promote
employment oppatunities with DBC

Recruitment &
Selection/Policy &
Strategy

Maggie Swinden
Julie Cassdy
Helen Whiting

Ongoing

Attended Sikh event July 2003

5.4

Link into regional events promoting job
oppatunitiesin local government

Recruitment &
Selection/Policy &
Strategy

Maggie Swinden
Julie Cassdy
Helen Whiting

Ongoing

As oppatunities occur

5.5

Pace aticlesin spedalised presspromoting
employment oppatunities with DBC

Recruitment &
Selection/Policy &
Strategy

Maggie Swinden
Julie Cassdy

Ongoing

Town Crier?

5.6

Continue to include information on no
discriminating against BME applicantsin
reauitment and selection course for managers

Recruitment &
Selection

Julie Cassdy
Maggie Swinden?

Ongoing

Alrealy included in each course (which runs
four times ayear)

5.7

Issue * Jobscene’ to BME groupsin DBC area(e.g.
REC)

Recruitment &
Selection

Policy & Strategy
Julie Cassdy
Helen Whiting

Ongoing

Already in placewith REC. HW to check with
REC what they dowith this. Need to expand
circulation?
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No. ACTION BY WHOM BY PROGRESS
WHEN?

5.8 | Monitor reauitment and retentionin relation to Recruitment & Ongoing | Already in pace Last report to CMT/
applicants from BME groups (e.g. no. d Selection/Policy & Resources Scrutiny Sept 2003andto CMT Dec
applicants, no. d people shortlisted for interview, | Strategy 2003
successat interview) and make the results Maggie Swinden
avail able to CM T/resources scrutiny on a 6- lan Tranter
monthly basis Julie Cassdy

5.9 | Produce afeedback sheet for BME candidates Recruitment & April
interviewed for DBC posts Selection 2004

Julie Cassdy

6.0 | Workforce

6.1 | Providetraining for all employeesonrace Workforce Ongoing | Coursesrunin August and October 2003 —
awareness Development, ongoing programme in place

HRMD

6.2 | Use PDRY1:1/supervision asaway of identifying | All DBC Managers | Ongoing | ViaPDR process
any work issues/problems/developmental needs
for employees from BME groups

6.3 | Monitor workforcein relationto BME groups (e.g. | Departmental HR Ongoing | Already in pdace. Last report to CMT/
no. d employees, no.of grievances, B& H Managers; Policy & Resources Scrutiny Sept 2003andto CMT Dec
allegations, accessto training, PDRs, leavers) and | Strategy, HRMD 03
report to CMT onasix-monthly basis

6.4 | Develop and monitor palicies/proceduresin Policy & Strategy, Ongoing | Policies/procedures alrealy developed.
relationto BME isaues (e.g. Equal Oppatunities | HRMD Revised Anti-Harassment and Bullying Policy
Policy, Radal Equdlity Policy, Anti-Harassment Maggie Swinden to JCC 14th Oct 2003and to be pulished Feb
and Bullying Policy, Policy Statement of Helen Whiting 04.Race Equality Scheme reviewed Oct 2003.

Recruitment & Selection, Guidelines for
Reporting and Deali ng with Suspeded Racial
Incidents, Disciplinary, Race Equality Scheme)

Ongoing programme with Unions and REC to
review Race Equality Policy, Guidelines for
Reporting Suspeded Radal Incidents, Race
Equality Policy
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Genera

No. | ACTION BY WHOM BY PROGRESS
WHEN?
7.1 | Accesspromotional materials (e.g. stand/ Recruitment & EndJan | Helentofind aut where we ae onthiswith LB
posters/carrier bagy stickers'key rings/pens/book | Selection/Policy & 2004 and DP.
marks/mouse mats/coasters/post-its/mugs) to give | Strategy
out at promotional events Helen Whiting
Julie Cassdy
7.2 | Developand wse positi ve statements on advertsto | Recruitment & End Jan
help attract applications from people with Selection/Policy & 2004
disabilities/ from BME groups Strategy
Helen Whiting
Julie Cassdy
7.3 | Celebrate successwhere gpropriate (e.g. articles | Recruitment & Ongoing | To liaise as and when gpportuniti es beaome
etc) Selection/Policy & avail able
Strategy
Maggie Swinden
Helen Whiting
Julie Cassdy
7.5 | Produceguidancefor employees onworking with | Policy & Strategy June
people with BME badkground Helen Whiting 2004
MS— 4/2/04
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7. Incorporating the Race Equality Scheme

Below isthe Yea One Review of the Courcil’s RaceEquality Scheme. Reporting on the
scheme will in future be incorporated into the Corporate Equalities Plan and Review
document. The document below should be read in conjunction with Darlington Borough
Courril’s Race Equality Scheme, which is pullished separately. It can also be viewed on
the Courril’ s website at www.darlington.gov.uk

Darlington Borough Council Yea One Review of RaceEquality Scheme

The RaceRelations (Amendment) Act 2000requireslocal authoritiesto produce and
implement a Race Equality Scheme in order to meet their specific duties. One year after
the publication d Darlington Borough Courcil’ s first schemeit is time for areview of
progress

Producing a RaceEquality Scheme shoud lead to pasitive outcomes for both the public
and courcil employees by providing:

* demonstrable cmmmitment to valuing diversity;

* improved community satisfaction and equality of oppatunity;

» greater work place satisfaction and a more diverse workforce;

* incresse onfidence and respect for one another, contributing to improved
community cohesion and better understanding of cultural diff erences between
different racia groups.

The aim of the year 1 review isto see how far Darlington Borough Council has comein
meeting these objectives. The attached dacuments gives a department-by-department
breakdown o our progress Each section starts with a summary of the department’s
achievements and is followed by areview of the detail of that department’s
resporsibilities. Finally, thereisan indication d how thisyear’s performance against the
RaceEquality Scheme will i nfluencefuture plans and targets.

To gve abetter understanding of Darlington Borough Courcil’swork in this areg this
review can be real in conjunction with the original document entitled Darlington
Borough Courril’s Race Equality Scheme 2002.

If youwish to challenge the contents of the yea 1 review or have any suggestions for
future improvements then please do ot hesitate to contact me diredly.

10/03

David Plews

Policy Advisor Social Inclusion
01325 388023
david.plews@darlington.gov.uk
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Human Resource Management update on Race Equality Scheme

Progresson Best Value Performance Indicators (BVPIs) relating to Raceissues

BVPI 2 was amended in 20023 to measure the level of the Equality Standard for Local
Government to which an authority conforms. The standard is a generic equality standard,
which incorporates race ajuality issues. It wasintroduced to make equality an integral
part of policy making, human resource processes, service planning and delivery and other
areas of local democratic activity to ensure that discriminatory barriers preventing equal
aacessto services and employment are identified and removed.

The standard is measured at levels ranging from Level 1 to upto Level 5 (the highest
level achievable). The Courcil met itstarget to achieve Level 1 of the Standard by the
end d March 2003. This means that the Courcil has adopted a comprehensive equality
palicy that commitsit to achieving equality in race, gender and disability through:

= Improving equality practiceat both corporate and departmental level

= Earmarking spedfic resources for improving equality practice

= Equality action planning and equality target setting within all departments and
service aeas

= Systematic consultation

= A fair employment and equal pay pdlicy

=  Animpact and needs/requirements assessment

= Progressmonitoring audit and scrutiny

The Council aimsto achieve Level 2 of the equality standard by the end d March 2004.

This requires the Courcil to engage in an impact and reeds assessment, a consultation

processand an equality action planning processfor employment and service delivery.

For 2003/2004,BVPI 2 has been expanded incorporate the duty to promote race euality.
The Council currently meets 7 of the 20 areas gecified to meet the duty (35%) andis
working to meet 10 d the 20 areas (50%) by the end d March 2004.

BVPI 11bmeasures the top 3% of eanersin the Courcil from bladk and minority ethnic
communities. The Council exceeded itstarget for end o March 2003(1.59%) by
achieving 2.5%. A target has been set to maintain thisfigure for end March 2004.

BVPI 17alb relates to the percentage of Courcil employees who are from a minority
ethnic community compared with the percentage of econamically adive minority ethnic
community popuation in the authority area (2.02% in Darlington). The Courcil achieved
0.82% by the end d March 2003, which urfortunately did not meet the target of 1%.
However, the Courcil still improved its performance from the previous year, when it
achieved 0.7%. The Council has set atarget of 0.9% for end March 2004
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Employment/Training Obligations

The Council coll ects and analyses data by racial group onthe following areas onan
ongoing basis. The data aurrently available relates to the period 1st April 2003to end
March 2004.

Staff in post

The number of staff in past from a black or minority ethnic backgroundis collected and
analysed viaBV Pl 17a/b (please see section above).

Applicants for Employment

7% of applications received by the Courcil came from people from a black or ethnic
minority badkground,compared to 2.6% for the same period last year. 8% of applicants
shortlisted for interview were from a black or minority ethnic badkground (an increase
from 1.1% the previous yea). 4% of those gpointed to posts came from a bladk or
ethnic minority badkground (a further increase from 1.4% the previous year). Figures are
nat available on internal promotion, as all Courcil posts are alvertised externaly and rot
restricted to internal applicants.

Training

Systems have been established this year for monitoring applicants for training and staff
whoreceive training by racial group.During the first 6 months of 200304 0.8@% of
employees requesting training were from a blad or minority ethnic badkgroundand o
these 100% attended an appropriate training course.

Performance Assessment

The Council introduced arevised performance asesgnent procedure (Performance
Development Reviews) in April 2003. However, due to the neal to phase the new
procedure in from the former appraisal procedure, performance markings for the year
20032004 will not be available urtil the end d March 2004. As such, the Courcil will
be &le to monitor whether employees with ablack or minority ethnic badkgroundsuff er
detriment as aresult of the procedure from that date.

Staff involved in Grievance Procedures

11 employeesraised grievances for the period April 2002to end March 203. None of
these employees were from ablack or minority ethnic badkground.
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Staff involved in Disciplinary Procedures

25 employees were involved in disciplinary procedures for the period April 2002to end
March 2003. None of these were staff from a black or minority ethnic background.

Staff whoresign

Of the 137 staff wholeft the Courcil during the period April 2002to end March 2003
and completed an exit survey, 123(90% of respondents) stated their ethnic origin. Only
one leaver who resigned voluntarily was from a blad or minority ethnic background.

Human Resource Management Division has taken ac@unt of this monitoring information
in its positive adion plan, which aims to remove barriers and promote equality of
oppatunity in employment terms.

The information hes been included in workforce information reports, which have
subsequently been submitted to the Corporate Management Team, Resources Scrutiny
and the Courrxil’s Mainstreaming Groups. This annual update of the Courcil’s Race
Equality Scheme also serves as a means of puldishing the results of this monitoring. The
resultsin terms of performance against Best Vaue Performance Indicators relating to
race guality issueswere dso published in the Council’s Combined Corporate Plan 2003
— 2006and Best Vaue Performance Plan 20032004.

MS13/10/03
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Darlington Borough Council’s Race Equality Scheme, Review of Y ear One

Departmental Summary Statement: Corporate Services

Yeal

The Council held atraining event for members of the Corporate Management
Team and Cabinet members on the general duty under the Race Relations
(Amendment Act) 2000 ondth October 2002.The Courcil has subsequently
developed and introduced a programme of Race Equality Training which is
available to all staff. Threesessions have been held to date, with two further
sessons arranged upto the end d October 2003. Nine further sessons have been
arranged to the end d the financial yea (March 2004) and future sessons will be
arranged as part of the rporate training programme.

HRM Division has committed to an employment equality assessment of the local
labour market area and aims to undertake this in the coming yea.

HRM Division has produced a positive action plan to attrad and retain employees
from the BME Community.

Future candidates for Race Equality training will be identified via the
Performance Development Review (PDR) Process, which was introduced for
Courxil employees from April 2003.

HRM Division provided reports including the outcome of racial monitoring for

the Corporate Management Team and Resources Scrutiny in December 2003 and
August 2003.
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Service, policy or
function

Key objedivefor Race Equality in year
20023

Report on progress giving reasons for exceptional cases

Staff Awareness

Corporate Services staff to bein thisyear’s
tranche for race avarenesstraining.

Some Corporate Service staff have dready attended training both at
managerial and lower levels. Further key staff will have atended training
by the end d Oct 2003.Most front line staff will have atended training.
In additi on awarenessis raised acrossthe department in cther ways e.g.

1. The Corporate Services Equality Groupare made aware by the
departmental coordinator of all matters emanating from the
Departmental Management Team where Equality is a standard
item, from the Corporate Steaing Group and the Members
Scoping Group,

2. Predsof important pieces of legislation a padliticd comment are
also circulated to the group by the aordinator;

3. Members of the departmental team are encouraged to have
Equality as a standard item in their team medings;

4. The departmental newsletter CS Gas contains a piece on Equality
in each issue. We have concentrated onRacae Equality issuiesin
this current year;

5. Finaly all serviceplans have ams, objectives and Pls designed
aroundsuppating the Corporate Plan and Community Strategy
which have Social Inclusion and Fair Accessfor all as key themes.

Recruitment and
Selection Procedures

Review, develop and implement new

pasiti ve action measures to encourage more
applications from black and minority ethnic
communities.

Revised pdicy statement onreauitment and seledion published in
January 2003. Positive adion dan developed in September 2003
incorporating current positive actioninitiatives and new measures for
implementation.

Review pdliciesin induction padks to

Corporate Employee Information Folder introduced in May 2003and

Induction ensure that they are mnsistent with the iswued to all new employees. All pdiciesincluded are mnsistent with the
general duty. general duty.
Review all HRM padliciesto ensure that they | All are consistent with the general duty.

Policies are wnsistent with the general duty.
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Service, policy or
function

Key objedivefor Race Equality in year
20023

Report on progress giving reasons for exceptional cases

Employment
AdviceTriburals

Training already coversraising awareness
of general duty for memberg/officers.

Yeal

Monitoring Develop monitoring mechanisms to 1. Introdwction d the Corporate system for reporting Radal Incidents
measure front line service delivery in terms — has been featured in CS Gas newsletter to raise
of race awarenesdprofile.

2. New system to be introduced for Speaal Projectsto monitor
results of consultation to measure front line service delivery in
terms of race.

3. Ledletsareto beintroduced acossall departmental front of office
outlets,

Consultation Develop consultation mechanisms on front 4. Introduction d anew consultation daument acossall front line
line service provision relating to race. services within the department.

5. Results monitored by Speadal Projects.

Training Ensure that senior management, Members 6. Training has commenced not only aaross €nior managers,
of the Departmental Mainstreaming Group members of the Departmental Group bu with front-li ne staff at
and customer services gaff receive training lower levels.
onthe general duty and that thisis reviewed 7. The RES has featured regularly in the departmental newdletter, CS
annually to pick up rew starters or Gas, to raise avarenessof the General Duty.
subsequent amendments to the duty. 8. Predsof the RES were provided for all Departmental Group
members by the mordinator.
9. Eadh member hasa apy of the RES and Executive Summary.

Employment Equality

Commitment to an equality assessment of
the locd labou market area

HRM Division has committed to an employment equality assessment
of the local labour market area and aimsto undertake thisin the
coming yeda.
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Critical Actionsto be taken yea two

= HRM Divisionto urdertake an employment equality assessment of the local
labou market area and aims to undertake this in the coming yea.

= HRM Divisionto implement positive action plan to attrad and retain employees
from BME grougs.

= Continueto roll out race avarenesstraining.

Critical Actions to be taken yvea three

Nothing to change.



Darlington Borough Council’s Race Equality Scheme, Review of Y ear One

Social Services Department

Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Adult Services

1. Publishing
Information

Determine level of
assessment

Review appropriatenessand
avail ability of information.

Review dligibility criteria.

Review completed, orgoing consultationwith PCT, Acute Hospitals
Trust, Priority Services Trust to further joint agenda.

Commisgoning Strategy now in place.

2. Assessng nead/care
planning

Coll ect ethnicity data.

Consultation.

Regular data reports (quality) to Heads of Service

Now linked to Social Inclusion Officer role (Policy Unit) for
corporate gproach.

3. Implementing care
plan, etc

Inclusivity of planning.

Training programmes.

Reconfigured review unit.

Collection of training information.

Children’'s Services

4. Assssneed/Wishes
of child

Poli cy/procedure review.

Reviewed October 2003
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

5. Provide preventative
services

Integrated Strategy.

Overtaken by Government palicy development, i.e. IRT.
IRT Manager in pcst.

Preventative Strategy by 2004.

Mental Health

6. Locd paint of Access

Integration d teams.

CMHTs are m-located.

Move to Hedth Act Flexibilities by April 2004.

7. Mental Health Integration d Health and Social Establi shment of Darlington Partnership Board and Loca
Promotion Servicesteams, Implementation Team (LIT).

Oversees NSF progress
8. Resporsetoreferrals | See dove. See dove.

Complaints and
Representation

9. Provision d service

Surveys/coll ation of information.

Review processes.

Ongoing — see anual reports.

Contracting

10. Contracting

Suppat to providers.
Develop monitoring.

Commisgoning consultants.

Providers groups establi shed.
Monitoring in place.

Consultancy only via Diredor.
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Critical Actionsto be taken yea two

» Continue to audit services via procedures review, complaint processes, data
integrity.

* Linksto Policy Advisor (Socia Inclusion).

* Customer Caretraining (focus on asessment and reception staff).

Critical Actionsto betaken yea three

« Continueto audit services.
* Ensure training programmes in place and quality controlled.
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Darlington Borough Council’s Race Equality Scheme, Review of Y ear One

Departmenta Summary Statement: Community Services

Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Publishing
Information

Complete Equality Communications
Audit for all sections of Community
Services.

Achieved. Audit has been completed.

Develop programme to updhte literature
to include information for bladk and
minority ethnic communities.

Ongoing. Literature updated when printing is required.

Implement phased programme and
complete revisionsto literature.

Ongoing.

Housing Management
/ Housing Allocations
/ Homeless

Develop recording, monitoring and
reporting procedures to determine take
up d Housing Management Services
and Homelessadvice by people from
black and minority ethnic communities.

Ethnicity audit of existingtenants has been undertaken and the
analysis of the resultsis now taking place.

IT modifications are being tested with a view to the system being
introduced in November 2003. Thiswill enable reporting on ethnicity
data mllectionfor repairs, rent and lettings. The IT will also collect
ethnicity data linked to housing appli cations.

Housing Benefit and
Assessment

Develop recording, monitoring and
reporting procedures to determine take
up d houwsing benefit from people from
black and minority ethnic communities
and paitively encourage take up levels.

A new housing benefits appli cation form will be ready in October
2003that includes sgnpaosting to dfferent languages.

All houwsing benefit and Courcil Tax benefit customers have been sent
asurvey onethnic origin. Datais now being recorded onethnicity of
clamants.

The information gathered will be used to analyse benefit take-up and
will also help to shape the benefits take-up strategy.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Housing Strategy Continually review the Housing Work is ongoing to establi sh the housing needs of the Chinese Elders

Development Strategy to ensure the needs of BME Community, this includes identifying the number involved and hav
communities are reflected within the best to consult them.
document. The Housing Nedls Survey results will be fed into the Housing

Strategy by November 2003.

Ongoing adion d analysis of data ollectionand take up levelsfrom
service users by Ethnicity to inform Strategy Development and
serviceddivery.

Warden Services Develop recording, monitoring and The data form has been redesigned to include more specific questions
reporting procedures to determine regarding ethnicity of client and partner. Datais colleded at the same
accessof Warden Servicesin badk and | time a annual equipment checks and separately for new clients.
minority ethnic communities and Ongoing adion d reprinting of Warden Services |eaflets and
pasitively encourage take-up levels. subsequent literature (including the Lifeline, GEM, DAISY services)

incorporate signposting in key languages for minority groups.

Community Actively encourage people from black | The Borough Wide Tenant Compact has been reviewed to incorporate

Partnerships and minority ethnic communiti es to the needs of BME groups. The document isavailablein different

participate in Community Services
consultation and participation structures.

languages.

New Estate Compacts reflect the needs of BME residents living on
courcil estates.

The Chair of Darlington Courcil for Race Equality has been invited to
residents panel meetings.

The new Cultural Strategy involved awide range of consultation
tedniques.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Leisure and Catering

Seebelow.

Creding Strategies

Make a ¢ear commitment to promote
radal equality through sport.

Develop awritten statement or palicy
onraadal equality that reflects the ams
and dyjectives of the organisation.
Developradal equality action dans or
objectives within existing strategies and
set appropriate racial equality targets.
Ensure that all communities are avare
of department’s commitment to radal

equality.

Leisure and Arts rvice has now merged and the serviceis working
towards a shared leisure and arts customer charter, in-line with the
new charter mark standard.

There has been adelay in data mllection due to problems with
technology.

Consultation and
Participation

Review consultation medhanismsto
better represent the needs of ethnic
minoriti es, and enable more gpropriate
delivery of services.

Set up a onsultation processwith
ethnic minority participants, staff,
members and communities.

Collect information about the aye, sex,
disability and ethnic origin of people
taking part in sport locdly.

Analyse the data and calculate
participation rates by age, sex, disability
and ethnic origin, in order to oltain a
profil e of users.

Open and accessble consultation through the Sports Network and the
Art User Group. This consultationis ongoing. The inclusion of
young people in the aonsultation processis currently being reviewed.
There has been adelay in data mllection due to problems with
technology. The new system will be introduced by March 2004.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Designing and
Planning facilities

Ensure dl new projects consider the
needs of the whole community.

Ongoing.

Delivery of Services

Ensure dl staff are trained appropriately
in cultural awareness

Ensure representative consultation
medhanisms with bladk and minority
ethnic groups and the wider community
arein placeto help create the right
serviceor product.

Obtain the auncil’s ort and leisure
committee or cabinet member’s
approval or endarsement for the Racial
Equality Action Plan.

Collect information about the sex, age,
disability and ethnic origin of people
involved in department’ s management
and celivery of locd council sports
Services.

Assssthe racial equality training needs
of all staff involved in the devel opment,
delivery and management of sports
Services.

The Courxil has endarsed the Sports and Reaedion Strategy and the
Leisure and Arts Service Plan.

Ongoing adivity of data wlledion through consultation.

Ongoing adivity of assessing the race equality training needs of staff.

Fundng Organisations

Amend all funding applications or
agreements to ensure organisations must
have arace ajuality palicy or statement.

Achieved. Equal Oppartunities statement included in Service Level
Agreaments.

Sporsorship Services

Review contradsto ensure equality
clauses are aonsidered.

Achieved. Clause included in tender invitations.
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Darlington Borough Council’s Race Equality Scheme, Review of Y ear One

Education Department Summary Statement

The Education Department has had a successful first yea in implementing Yea 1 critical actions. Nevertheless more remainsto be
dore particularly in respect of refining our data gathering systems. Pupil performance and ethnic origin (including travell ers) is now
routinely colleded and monitored, havever, further development is required in terms of analysing added value informationin order to
facilitate more resporsive and targeted action.

Because of significant staff turnover the Departmental Equal Oppartunities Working Party has met relatively infrequently. A priority
for the forthcoming yea will be to ensure that the Working Party meets more regularly to monitor the implementation of criticd
adions andto determine future palicy direction particularly through the development of an action dan for the delivery of the Equality
Standard for Locd Government.

Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional

function year 20023 Y ear Officer cases

Suppating Continue to monitor data checking 200304 | Gill 26/03/03 —consultation with minority ethnic parents,

attendancein detail of ethnicity consultation with Walker Language for Leaning staff and staff from Branksome re:

schods bladk and minority ethnic attendance/punctuality.

communities. To review procedures for monitoring attendance of bladk

and minority ethnic communiti es.

Suppating Monitor & audit datain consultation | 200304 | Gill New procedure established —Socia Services dharing list

Childrenin with relevant bodes - evaluation of Walker of children looked after monthly with Educaion Welfare

Looked after/In instances/occurrences. Officer. Following 10 day and 20 @y triggers a meding

Public Care isheld in schod with designated person and social worker
(submitted a growth bid to further suppat this processy.

Suppating Ethnic | Monitor and audit data evaluation 200304 | Gill Racist Incident Log sheds amended foll owing a review of

Groups and instances/occurrences consultation Walker 200203 information to ensure data is collected is

Travellers with ethnic communities/groups. colleded more accurately.

To review procedures to ensure consistency acrossthe
borough.
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Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional
function year 20023 Y ear Officer cases
Monitoring of Monitor and evaluate data. Ensure 200304 | Gill To review procedures to enable improved tracking against
Exclusion datais accurately recorded/collected. Walker ethnic group.
Consultation with ethnic To review suppat for excluded puil s and families.
communities/ groups.
Provide alvice and | The need for trandationwill be On-going | Gill Trandlations can be made avail able, onrequest, of
guidanceto considered in any instance. Walker documentation e.g. annual report, statements etc.
schodsonraising
standards for
individual and To review numbers requiring this srvice
groups of pupls
with special Language for Leaning staff have fadlitated meetings
educational neals with families with regard to SEN isaues; also, with regard
to attending BHS.
Provide alvice and | This pdlicy isunder active review. 200304 | Gill Language for Leaning staff suppat for staff/pupls where
guidanceto Thereporting systems based onthe | and on | Walker the Service has been ndified of BME / EAL pugpls.
schodsonraising | pdicy arein place aad will i nfluence | ongoing
standards for review of the policy and pradice The cmbating of racism has been, and continuesto be,
children from guidance. addressed via the reporting system for racist incidents.
ethnic minority To monitor how many schod report racist incidents —
groups and adion taken and implications for LEA.
combating radsm
Provision d books | Appant a project worker to consult | 200203 | Ruth Appantment made and research report pulished.
and aher materials | with ethnic minority communities to Bernstein
for loan/reference | assess need.
Respondto findings by adjusting 200304 Reading material avail able in community languages,

spend, relevance of materials.

spend adjusted accordingly.
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Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional
function year 20023 Y ear Officer cases
Provision o Extend provision d printed material | 200203 | Ruth Provision d printed material now includes. dual language
informationin avail able in other languages. Bernstein | books, leaflets and newspapers in community languages.
printed and
electronic format | Ensure dectronic informationis
avail able viathe Council’ swebsitein | 200304 Madhinesin e-library able to accessweb pagesin ather
other languages. scripts.
Provision o Further assessnedd. 200203 | Ruth Extensive range of information available in formats other
specialist materials Bernstein | than written.
and servicesto Respondto assesament by extending | 200304
those with special | the range of specialist materialsin
neels formats/languages that are
appropriate.
Promoting access | Continue to expand existing services. | 200203 | Ruth ESOL provision nav avail able. Family Leaning Tutor
to learning Bernstein | (Ethnic Minorities) appanted.
oppatunities
Promoting social Appant aproject worker to consult | 200203 | Ruth Research completed and pubi shed.
inclusion with ethnic communities to assess Bernstein
need.
Target appropriate cmmuniti es. 200304 Working with County Durham & Darlington Race
Equality Courril to identify target groups.
Recruitment and EYDCP Target 11- Toincreasethe | 200304 | Chris The Government focus regarding Target 11 has been
Training of reauitment of under-represented Archer amended. The target now reflects the local and nd
childcare andealy | groups by 2004 Ethnic minorities national perspective. The EYDCP are aurrently targeting
education 6%. 1.6% of the dhildcare workforcefor the 2003 — 2004
providers period. A current childcare workforce survey is analysing

the arrent position. A recruitment programme is




Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional
function year 20023 Y ear Officer cases
designed to target community interest.
Meet LEA Review pdlicy. Audit datawithin 200304 | Joy Policy, guidance and aspeds of pradice ae being
statutory SEN database. Bradford | reviewed in partnership with schods, with revisions made
resporsibility to where gpropriate.
identify and assess | Link speaal educaiona needsdata | 200405 An audit has been undertaken of data within the SEN data
children with with central data recording ethnicity. base and revised ethnic codes incorporated to ensure
specia educaiona | Monitor and evaluate. accurate data management and analysis.
needs
Monitor pupl Audit data gathered currently. 200405 | Joy A monitoring and evaluation serviceis being developed
progressand use Establi sh system for routine Bradford | in partnership with Stockton-on-Tees Borough Courcil .
of resourcesto gathering of data. From January 2004,this rvicewill audit data gathered
assessraised on puplswith special educaional needsin ethnic
attainment and minority groups, monitor progressand kenchmark
value added performance at an authority level against OFSTED
neighbous and aher appropriate LEAS.
Provide Addressrequirement for alternative | 200203 | Joy » Systems have been pu in place to ensure information
information and formats when developing revised Bradford can be provided in a number of formats and
suppat to parents | documentation. languages.
of children with + Equality issues have been incorporated into training
special educational for Independent Parental Suppaters, whowork with
needs parents of children with spedal educational needs.
Where gpropriate atranglator is made available through
the Language for Learning Service, for meetings with
parents to discussa dild's gecial educaional nedls.
Promotion o To target next largest minority ethnic | 200203 | Ruth Chinese mmmunity accessng e-library. Work on-going
lifelong leaning group. Bernstein | with REC to identify other target groups.
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Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional
function year 20023 Y ear Officer cases
and widening
participation There has been a significant increase
in the number of learners from these
communities.
Asst Consultation with Ethnic Minority 200304 | Paul Translated copies of the Asst Management Plan are
M anagement Groups. Campbell | made available on request.
Admissons Consultation with Ethnic Minority 200405 | Paul Consult Racial Equality Courcil onthe 200506
Grours. Campbell | Admissons Policy.
Set up records to record ethnicity of Amend Appeal forms to include detail s of ethnicity for
those who make gpeals. 200405 intake.
Amend Parental Preferenceformsto include detail s of
ethnicity for 200506 intake.
Provide alvice, Audit of % of ethnic minority 200203 | Julie Audit conduwcted which has demonstrated a significant
guidance, employees and the positions they Sowerby | dispropation d employment of ethnic minoritiesin
asgstancein hold in the department in relation to relation to the popuation figures in the community.
relationto the popuationfiguresin the community
Locd Education (excluding schods).
Authority’s
personrel neels Audit of current recruitment Audit has not been fully completed. However, initial
pradices (excluding schools). findingsindicate aneed to develop pdaitive intervention
strategies in the aeas of reauitment from BME
communities.
Provision o Development of Peer Education 200304 | Sue Work in planning stage to deliver in local Secondary
projed work projeds. Davidson | Schods (April 2004subjed to budyetry provision). An

accreditation route for young people is being souglt.




Service, policy or | Key objedivefor Race Equality in | Action Lead Report on progress giving reasons for exceptional
function year 20023 Y ear Officer cases

Provision o Develop Literacy & Numeracy 200203 | Sue Project has been developed in partnership with DDY CA
mobile provision | Travellers Projed. Davidson | andthe Library Serviceandislive.

To challenge Check pdiciesinfirst yea to ensure | 200405 | David This activity will be built into the programme of link
schodsto improve | that they do promote goodrace Walker visitsfor 200405.

their performance

relations.
Fulfil objedivesidentified in EDP.

Critical Actionsto be taken yea two

Unchanged.

Critical Actionsto be taken yea three

Unchanged.
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Darlington Borough Council’ s Race Equality Scheme, Review of Y ear One

Development & Environment

Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases.

Admin, Finance & IT

Raise avarenessand understanding of
Race Equality Isues.

Pil oting and development of Race Equality Training: September
2003.

Spedal Training events held for D & E Staff: October and November
2003(Managers and Front Line Staff).

RES included in Departmental Plan, and standard item onDMT
Agenda.

Departmental Mainstreaning Group operating.

RES article included in Departmental Newsletter.

Hard copy of scheme held at each of the Department’ s sites.

Service Managers Workshop dedicated to Social Inclusion (included
Racelsaues).

Collection of all relevant data.

Collection corporately of ethnicity data in respect of recruitment &
seledion for applications, shortlistings and successes.

Departmental collection d ethnicity in respect of training received by
D & E Staff.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases.

Departmental collection d information onethnicity for workforce
profil e.

Completion d communications audit.

Analysis of relevant data.

Corporate analysis of R & S, training and workforce profil e data and
reporting to CMT.

Analysis of job descriptions within Suppat Services Division to test
for racial discrimination.

Critical Actionsto be taken yea two

Continue with awareness raising
Further training

Continue with Data Colledion
Analysis of Data already colleded.

Critical Actionsto be taken yea three

N/A.
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Service, policy or Key objedivefor Race Equality in Report on progress giving reasons for exceptional cases
function year 20023
Commercial & Raising awarenessof staff. Some staff have had training on RES.
Licensing Subject of Section medings.
Collecting data. Food businessindicate language preference.

Customer questionnaire for requests — ethnic origin.

Analysis of Data.

No progress

Critical Actionsto be taken yea two

Complete avarenesstraining

Request training on cultural differences
Addresstranglation of leaflets and pdicy documents
Anayse data ollectedin Yea 1

Incorporate into BV Review.

agrwnE

Critical Actionsto be taken yea three

Influencetaxi drivers.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Econamic Regeneration
& Tourism

Raising awarenessand understanding.

Some training: but limited.
Neel to roll out to athers.

Collecting Data.

Some data allected through projeds e.g. ESF projects, some Single
Programme.

Corporate Citizens Panel containing service spedfic questions
colleded by ethnicity.

Critical Actionsto be taken yea two

» Further training and awarenessraising: more staff —key adion (e.g. including awarenessof language)

* Further data wlledion
* Data analysis

* Implementation programme — refer to Regeneration BVR Action Plan parts G3 and G4.

Critical Actionsto be taken yea three

As per Race Equality Action Plan.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Planning

Raising awarenessand understanding.

Some training: but limited.
Neel to roll out to athers.

Collecting Data.

Ethnic origin of applicant collected for planning appli cations.

Various reference material including Ethnic Minorities and the
Planning System (RTPI), Leicester City Courcil — Appraisal of Ethnic
Minority of Planning Applications 19801992,Newcastle UDP —
Statement of Equal Opportuniti es.

Analysis.

Data mllected, analysed and reported to Environment Scrutiny
Committee.

Action Plan in Development Control Best Value Review (Equality
and Fair Accessto Planning Services).

Critical Actionsto be taken yea two

» Further training and awarenessraising: more staff —key adion (e.g. including awarenessof language line).

» Continue data mllection: look at racial profile of Locd Plan consultation.
* Reped analysis as per year one.
* Implement improvement programme (e.g. leaflets in minority languages).

Critical Actionsto be taken yea three

As per Race Equality Action Plan.
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Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Pollution & Regulation

Raising awarenessof staff.

Some staff have had training on RES.
Subject of Section medings.

Coll ating data. Customer questionnaires for requests — ethnic origin.
Bi-Annual count of Gypsy andtravellers’ caravans within the district.
Analysis/Actions. Provision d two large travell er sites within the Town. These ae

leased to and managed by members of the traveller community rather
than drectly managed by the Council, in accordance with best
pradice.

Development and implementation of a Courcil policy to deal with
ill egal encampments in a sympathetic manner, incorporating best
pradice guidance and in accordance with Human Rights legiglation.

Successful application for refurbishment grant from government for
the largest of the two sitesto be caried out during 20024.

Successful application for grant from government for building of a
new ‘transit’ site to be carried ou during 20034.

12¢




Critical Actionsto be taken yea two

Complete avarenesstraining

Request training on cultural diff erences
Addresstranslation d leaflets and policy documents
Anaysedata ollected in Yea 1

Incorporate into BV Review.

agkrwbE

Critical Actionsto be taken yea three

N/A.



Service, policy or
function

Key objedivefor Race Equality in
year 20023

Report on progress giving reasons for exceptional cases

Trading Standards

Raise avarenessthrough training.

Legidation updite training 2/10/03.

Data Colledion.

Pil ot Questionnaire in 2002 colleded data on service users, limited
number of Trading Standards srvice users.
Questionraire to be run over two separate months again.

Analysis of data, identification d
iswes, adion danning.

N/A

Ciritical Actionsto be taken yea two

o Staff training, collection d data plus analysis and awareness

* Trandation d |eaflets etc or arrangements.

Critical Actionsto be taken yea three

N/A.
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Service, policy or

Key objedivefor Race Equality in

Report on progress giving reasons for exceptional cases

function year 20023
Buil ding Control N/A
Environment & N/A
Sustainability

Estates & Property N/A
Heritage N/A
Highways N/A

Project Cost & N/A
Commisgoning

Transport Policy N/A

Critical Actionsto be taken yea two

As per Race Equality Action Plan.

Critical Actionsto be taken yea three

As per Race Equality Action Plan.




Darlington BoroughCouncil’s RaceEquality Scheme, Review of Y ear One

Departmental Summary Statement: Chief Executive's Office

The untimely resignation of the Chief Executive of the Darlington Partnership and the delayed appointment of the Policy Advisor (Social

Inclusion) acount for the delays in the Chief Exeautive’ s Office’s attainment of some of the key objectives below. It isanticipated that the
formalisation d a Corporate Equaliti es Plan (in 2003/4) containing the Raae Equality Scheme targets will help the department to focus onthe

attainment of these targets next yea.

Service, policy or
function

Key objedive for RaceEquality in
year 20023

Report on progress giving reasons for exceptional cases

Community Strategy Race equality performanceto be built | A commitment to race guality isimplicit within the way the LSP
into the Strategy and the way in which | operates but is not explicitly stated in the Darlington Partnership’s
the LSPand constituent partnership documentation. There ae examples of the engagement of BME
organisations operate. communiti es being actively sought in the development of community

partnerships (e.g. community development worker has attended
meetings of Darlington Chinese Community Association to encourage
participation).
Develop appropriate race equality Promoting Inclusive Communities lead officer not in past at time of
performance measures for the the development of the Community Strategy Action Plan. This matter
community strategy. to be taken upby Policy Advisor (Social Inclusion) — appadnted May
03 - with the new Chief Exeautive of the LSPin January 2004
Ensure that consideration of race Equali ties performance considered where gpropriate.
BVPP equality performanceis part of every

best value review.

Complaints procedure

Develop medanism for recording
complaints by age, sex and ethnicity
of complainant.

Review of complaints g/stem delayed due to workload presaures. This
mechanism expected to be in placeby January 2004

13C



Service, policy or
function

Key objedive for RaceEquality in
year 20023

Report on progress giving reasons for exceptional cases

Communication

Ensure communications audit takes
place acossoffice functionsincluding
community strategy, BV PP and
complaints procedure. Project will
take into consideration spedfic needs
and barriersfaced by BME
communities in aacessing information
abou the Council .

No comprehensive audit undertaken. Senior Managers Workshop
(June03) delivered onbarriersto inclusion. Thisto inform
forthcoming reviews of complaints procedure, community strategy
and BVPP.

Ensure Town Crier reflects the éhnic
diversity of Darlington.

A sample of six out of nine issues carry editorial and/or images
featuring members of bladk and ethnic minorities.

Critical Actions to be taken yea two

All current 200203 adions (page 19 d RaceEquality Scheme) are rescheduled for 200304.

200304 targets to remain.
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8. CER& P - Summary of Evidence d Progressaganst Employers’ Organisation Guidelines

What follows is a summary of the evidence of Darlington Borough Courcil’ s attainment of level two of the Equality Standard for Local
Government. Initials are for internal reference only.

Guidance Checklist Item Evidence Darlington Borough Council Evidence
2.1.1 Publish Corporate Hasthe CEP: A copy of the CEP showsiits CER& P incorporates Race Equality Scheme Review.
Equality Plan been co-ordinated with the Race | relationship to the RaceEquality Information will be available in different formats on request

Equality Scheme?

been subject to consultation
amended in thelight of
consultation?

published in afull range of
appropriate formats?

Scheme andis published in different
formats. Information isavailable
showing outcomes of consultation
process, and details of the distribution
of thefinal documentsto stakeholders,
managers and staff.

and will be distributed to stakeholders and DBC's nior
managers. Social Inclusion partners database now devel oped.
Some mnsultation on CER& P detail has taken place as part
of broader consultation onSocia Inclusion Strategy. Further
consultation as S| Strategy movesinto the next draft stage.
DP

2.1.2 Demonstrate
corporate engagement in an
equality impact and
needs/requirements
assessment process

Doesthe CEP contain details of
the implementation d the
equality impad and needs/
requirements assessment?

Has responsibili ty for the impact,
needs/requirements assessments

been clearly al ocated within the
authority?

Has work on impact and
needs/requirement assessments
started?

A programme is available showing the
alocation d resporsibili ty for the
impad and needs/requirements
assessments within the authority, details
of the DDA implicationsand a
timetable for implementation and
monitoring arrangements.

The measure being used to assess the Council 's compliance
for DDA isBVPI 156 which states ' the percentage of

Council Buildings open to the puldic in which al public areas
are available for and accesshle to disabled people

Using this measure it was considered that the Council had 50
properties falling within the compliance requirements.

To dateas at the 3rd ¢tr BVPI return - 2004, 21 out of the 50
(42%) are mnsidered to be compliant. The Courxil's
Building Control Officer who undertook the original DDA
acqcess audits, carries out an inspedion as & when necessary
works have been completed. These post-inspections are aso
being done in consultation with Gordon Pybus of Darlington
Association onDisability.




Guidance

Checklist Item

Evidence

Darlington Borough Council Evidence

We are projecting that 50% of the buildings will be compliant
under BVPI 156 by the year end 03/04 and 85% compli ant
within 04/05.

Our aim isto have this 85% in place by 1st October 2004,
being the implementation date under the DDA 199%, whereby
‘all service providers arerequired to undertake reasonable
material aterationsto any physicd features that make a
service imposshble or unreasonably difficult for a disabled
personto use'

The emphasis being on 'physical features rather than
'reasonable aljustments which are largely
management/housekeeping isaues which should aready bein
place.

Works to thase Courcil buil dings gill to be made compliant
arein the process of being designed and/or programmed in
for completion, for example worksto the Civic Theatre can
only be done during Summer closedown and are programmed
to bedorein July/August 2004. There ae some buildings
which are scheduled for mgjor refurbishment with
completion anticipated beyond October 2004 e.g. Dinsdale
Court, a Sheltered Housing property and the Arts Centre.
Others have a question mark over their future use in which
case we ae working with DAD to reach aworkable solution.

DDA ismore than just BVPI 156 and throughDAD we ae
jointly working to try & deliver joined upthinkingto Access
isales generally across the Authority.

Asfor longer term monitarina. to ensure ontinued
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Guidance Checklist Item Evidence Darlington Borough Council Evidence

compliance, thiswill be dedt with throughperiodic
inspections by Building Control but in pracice DAD and
disabled userswill provide ongoing monitoring. GM

Socia Inclusion Implementation Group has responsibili ty for
deliveringimpad assessments. DP

2.1.3 Develop corporate The CEP contains details of how Policy Advisor (Social Inclusion), new post in 2008,
mechanism for assessing service level eguality objectives and resporsible for equalities BV Pls. Corporate performance
devdopment of service level targets will be assessed at a corporate assessment details given in the Best Vaue performance Plan.
equality objedives and level. DP

targets

HR have formal monitoring arrangements to assessthe
following BVPIs:

BVPI 11a- % of top 5% of earnersthat are women
BVPI 11b - % of top 5% of earnersthat are from BME
communities

BVPI 16a- % of employees declaring that they meet the
requirements of the DDA 19%

BVPI 17a- % of employees that are from aBME
community. MS

The Strategic Social Inclusion Group oversees Darlington
BoroughCourxil’ s performancein relation to these other
equal opportunities performance indicators:

BVPI 2 (CRE standard)

BVPI 2a (Equdities gandard)

BVPI 2b (Duty to promote race equality)

BVPI 174 (Number of radal incidents)

BVPI 175 (Racia incidents that lead to further action). DP
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Guidance

Checklist Item

Evidence

Darlington Borough Council Evidence

2.1.4 Create @rporate
structure for overseeing
devdopment of information
and monitoring systems

The CEP contains details of how
employment and service delivery
monitoring systems will be overseen
and haw thiswill be co-ordinated with
the monitoring duties in the Race
Equality Scheme.

Strategic Inclusion Group and Inclusion Implementation
Groups monitor performance and report to
CMT/Council/cabinet as appropriate. DP

2.1.5 Ensurethat
mechanismsfor responding
to harassment on the
grounds of race, disabhility
and gender arein place

Doesthe aithority have well-
defined procedures for dealing
with harasgnent in employment
and service provision?

Has the authority assgned
specific officersto ded with
harasament?

Doesthe aithority take part in
multi-agency panelsfor deding
with and countering incidents of
harassnent?

Doesthe authority use the
recommended definition o a
racia incident, and form of
recording such incidents and
appropriate evidence?

Documented procedures agreed with
staff, community and aher
stakeholders. List of nominated
officers (including breakdown in terms
of race, disability and gender) and
evidence of training for such dfficersin
responding to harassment issues.

Information abou panel(s), including
timetable of meetings and reports of
proceedings.

Copy of form.

Well-defined procedures in terms of employment. Copy of
Anti Harassment and Bullying Policy, Employee and
Management Guidance. CMT and JCC minutes showing that
these ae agreed. MS

List of Council’s 20 Listening officers (broken down by race,
disability and gender). Evidence of Listening Officer
training and Briefing sessons run for HR Managers.

The Thematic Partnership ‘ Community Safety’ actsasa
performance monitor onthese incidents. The Operational
arm - the Community Safety Partnership - adions and
collates incidents acdossits pdicing functions. We have
several schemesto suppart the victims of such incidents -
particularly the Crime Prevention Officer and the BME
Uniformed warden. AE

Racial Incident reporting duefor review in 2004, Copy of
form available. DP

2.2.1 Ensurethat draft
Corporate Equality Action
Plan has been circulated to
designated community, staff
and stakeholder groups
with consiltation timetahle

Doesthe draft CEP contain clea
objectivesfor consultation and
scrutiny?

Isthe draft CEP availablein an
annrobpriate ranae of lanausaes

As2.1.1, cheding that the CEP
includes this additiona information.

Action dan from CER& P circulated as part of Socid
Inclusion Strategy for Darlington. Timetable for further
consultation and final publication of Social Inclusion
Strategy agreed. Scrutiny role currently fulfilled by Equal
Opportunities Member Scoping group. Role and function of
thisg_]roup to berefined in 2004. DP
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Guidance Checklist 1tem Evidence Darlington Borough Council Evidence
andispublished in an and formats?

appropriate range of

languages and formats. Doesthe draft CEP contain

proposals for equality self-
assessment, scrutiny and audit?

Has the draft CEP been circulated
to designated community, staff
and stakeholder groups?

Has a mnsultation timetable been
set?

Has atimetable been set for
publication o final CEP?

2.2.2 Review equality
content of * Community

Strategy’

Does Community Strategy have
equality content consistent with
authority’ s draft equality plans?

Ensure that Community Strategy
documentation and draft equality plans
correspord.

Policy Advisor (Socia Inclusion) islead officer for
Promoting Inclusive Communities theme of community
strategy. Ensures compatibility between these areas of work.
DP

2.2.3 Egtablish consultation
with designated community,
staff and stakeholder
groups and the wider
community on all aspects of
equality pdlicy

Have consultation meeings with
designated community, staff and
stakeholder groups been planned?

Have consultation medings with
designated community, staff and
stakeholder groups been held?

Have consultation meetings with
designated community, staff and
stakeholder groups been reported
on?

Reports from meetings with
community, staff and stakeholder
groups identifying attendees.

Documentation that shows how
consultation hes been used to inform
equality plans and oljectives.

Consultation strategy that includes
equality isaues.

Consultations did take placewith agroup of serviceusers and
professonasin 2002. Thefina guidance on FACS did alter
subsequent to this consultation kut the points made by service
users were still valid - consultation arranged through User
Involvement Partnership. AN

Additionally Leisure and Arts have recently undertaken a
variety of consultation on equality policy. Thisincludesthe
following.

“Accessto Services’ has been considered in line with the
Disabilitv Discrimination Act. The Council has had full
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Guidance

Checklist Item
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Is consultation on equality co-
ordinated at a corporate level ?

support from DAD throughout the process. This has been a
major part of the Arts Lottery bid. Leisure and Arts have
aso been close partners for work with the Children’s Fund in
which aacess issues auch asinclusion for participants with
disabilities, transport to faciliti es and services, general aacess
barriers for young people (such as price, supervision and
style of activities) have been tackled.

Consultation with the visually impaired has a so taken place
with some piloted activities to encourage participationin
sport and arts.

We are working with the Learning Disabiliti es Partnership to
ensure afully inclusive sensory room and fday areaare part
of the mgjor Dolphin refurbishment, and have recently
seaured money for an Inclusion Co-ordinator. This role will
have afocus for consultation across Leisure and Arts with
participants and families of people with disabilities. SW

Our draft businessplan for Growing Older Living in
Darlington (GOLD) for the period 1st April 2004 - 31st
March 2005 states the foll owing:

“ Strategic Objedive = To consult and engage with older
people as partners, including frailer potentially vulnerable
older people, people from bladk and minority ethnic
communities and dsabled older people.

Planned adivity to meet strategic objective = I dentify
specific user groups and make contad. Prioritise those
contacts and schedule of interviews discussionsto be agreed.
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Measure of success= Minimum of four organisationsto be
contacted and interviewed and/or twelve frailer (housebound)
disabled dder people to be interviewed.

GOLD had their first meetingwith Tony Lindsay of the REC
on 27/02/04, a GOLD representative has been invited to
attend their Executive Committee Meding, date to be
confirmed.

Contact has already been made with the black & minority
ethnic community viaTony Lindsay. The first formal
consultation event will take place in April/ May 2004.

We envisage meeting with other minority groups following a
GOLD representative' s attendance d the REC Exeautive
meeing, initially within their own ethnic groupings but the
ultimate aim will be to have black and minority ethnic
communities as full members of existing task groups’. BD

SureStart has dealt with anumber of isauesrelating to equal
opportunitiesin the ommunitiesit coversin Darlington.
These have included taking into acwunt the needs of the
various ethnic minority groups and formulating actions which
have responded to these needs. Examples of thisinclude
consulting with the Bengali Community and as adirect result
of this consultation employing an Ethnic Minority worker to
focus on the needs of this group. Equally afurther Ethnic
Minority Community Engagement Projed Worker has been
employed ona ServicelLevel Agreement basisto reach out to
the Sikh, Chinese and Cantonese Communitieswho livein
the SureStart areas of Darlinaton. A recent niece of oroiect
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work has dso included working with the local Travelling
Community and looking at ways in which SureStart services
can be ddivered to this community on an equd foating with
other communitiesin the SureStart area. MM

Darlington’s Teenage Pregnancy Strategy & annual action
plans follow the main goals of the Nationa Strategy, i.e. to
reduce the rate of conceptionsin the under 18s by 55% by
2010 and to set adownward trend in the mnception rates for
under 16s.and to reducelong term socia exclusionfor
teenage parents and their children.

The principles are consistent with National Guidance in that
they are:

« Young People Centred

» Involve Partnership working

« Long Term and sustainable

« Addresslnequalities

« Evidence-Based Practice.

In relationto social exclusion of Teenage Parents, Tees
Valey Housing are just about to open 6 unts of suppated
acommodation on the site of the former Gladstone Hall, now
called Grace Court which has been developed as part of the
strategy and includes multi agency working across agencies
in Darlington to enable the young parents (aged from 16-25)
to move to independent living by developing their skills. This
includes not smply parenting or managing a household, but
involving them in further education, training or employment
to try to break the cycle of social exclusion for them and their
children. Consultation on this projed was given an award by
Investinain Children in reaanition o the aualitv of the
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consultation with young people.

The strategy also recognises and tries to address the fad that
those at greatest risk of becoming pregnant under 18 are
those who are & greatest risk of socid exclusion, e.g. not
living with or isolated from their families, not attending
schod, etc. HA

A Community Cohesion launch event, cel ebrating a number
of crosscultural youth participation grojects, organised by
Darlington Borough Courcil in association with a number of
other agencies will be held onSaturday 27" March 2004 at
the Dolphin Centre, Darlington. HA

The Education Department has adopted an Inclusion Strategy
foll owing extensive mnsultation and engagement with
stakeholders and partners. During 2002 arange of
organisations were mnsulted to identify the broad principles
that underlay the Strategy. These included amongst others the
Police, diocese, Conrexions, Leaning and Skills Council,
schodsandloca disability groups. Paper consultation onthe
Draft Strategy was conducted with the same organisations
during 2003 and a series of workshops were held with
schods (Spring 2003) and Governors (Autumn 2003).
Executive summaries of the Strategy were distributed to
interested partiesin November 2003 including parents
seeking further views, JK

2.2.4 Engagein
consultation with Members,
employee representatives,
departments and service
areas on enualitv imnact

Have Members and
departments/service areas been
consulted onequality plans?

Have these mnsultations been

Reports on consultation with dates and
circulationlist; attendance at
consultative groups; information on
outcomes.

Social Inclusion| mplementation Group agreed to incorporate
Trade Union representation within the group in February
2004. DP
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and needs/requirements
assessment and all aspects
of the CEP

reported on?

Arethere specific consultation
results/reports for each
department/service aeas?

2.2.5 Each department and
serviceareato engagein
consultation with
designated community, staff
and stakeholder groupson
its equality impact and
needs/requirements
assessment and its service
delivery

Has each department held
consultation medings with
designated community, staff and
stakeholder groups onits srvice
delivery?

Are there specific consultation
resultgreportsfor each
department/service aea?

Arereports of these mnsultation
medi ngs available?

Reports on consultation with dates and
circulationlist; attendance at
consultative groups. Reports and
recommendations arising from service
level consultation; documentation
containing implications of consultation
for al services.

CER&P adion dan has undergonefirst round d consultation

as part of the draft Social Inclusion Strategy consultation
process. Action plan has been amended as aresult of this
process. Additiona external consultation an CER& P
planned.

Review of al Darlington Borough Council’s equal
opportunities palicies commenced March 2004. Policy
Review Group includes Trade Union representation and
County Durham and Darlington Racial Equality Council
representation. New pdliciesto be gproved by the Joint
Consultative Committee. DP

2.2.6 Each department and
service area to engage with
equality self-asessment,
scrutiny and audit on its
service delivery

Doesthe draft CEP contain
guidelinesand dansfor
department/service level self-
assessment?

Doesthe draft CEP contain
guidelinesand gansfor
department/service level scrutiny
by designated community, staff
and stakeholder groups?

Doesthe draft CEP contain plans
for independent audit for each
department/service level ?

Draft document specifying the accessto
service element of the CEP.

Identifiable sections on self-assessment,
consultation, scrutiny and audit.

CER& P contains guidelines and plans for equalitiesimpad
self assessments, including timetable. Individual
departmental equalities implementation teams have met to
consider and comment on a crporate approac to sdlf
assessment during March 2004. DP
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2.2.7 Seek to ensurethat the
equality pdicy and
objectives are incorporated
in ‘partnership’
arrangementsengaged in
by the authority

Have draft equality policy
documents been circulated to al
authority partners?

Have consultation medings been
held with partners?

Documentation specifying circulation
lists and distribution dates, minutes of
medings with partners.

Equality pdlicy incorporated in partnership arrangements -
The community partnerships adopt either aterms of reference
or a anstitution (this outlines the objedives of the group,
membership, etc). These documents include reference to
equal opportunities.

A standardised template for SLAsis being developed which
will ensure that a standard equal opportunities gatement is
included. SW

Although there is no explicit statement in relation to equality
the Community Safety Partnership draws on the statements of
its datutory partners. AE

2.3.1 Engagein department
and service area impact and
needs/requirements
assessment

Has each department/service level
carried out or contributed to a
requirements/needs assessment
for its areaof service delivery?

Needs/requirements assessment
covering all servicearess, or
identifiable in crosscutting themes.

Socia Inclusion Implementation Groupinvolved in impact
assessment prioritisation. DP

2.3.2Engagein
devdopment of
department/service level
equality objedives and
targets

Draft equal access plans covering
departments/services.

Minutes of medings or reports;
notes from discusson groups or
workshops.

Meetings/correspordence with
professona bodes.

Comparison against similar
authorities.

Linked to corporate Performance Management Framework.
Departmental equality implementation groups drive forward
performance, particularly where plans differ from the agreed
minimum corporate standard. DP

For example, Socia Services have onthe Development and
Improvement statement clea targets for BME engagement.

Thisisthe basis of al thework with assessment, carers and
direct payments, and Social Services have invested some
time and money in aBME audit. Thiswould be reviewed by
the partnership bcerds and linked to terms of referencefor the
partnership baards for both Learning Disability and Mental
Hedth. LD
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2.3.3 Review of services
should include the
procurement function and
all contracted services and
partnership arrangements

Has al procurement, and have
contracted services, been
reviewed with regard to the Equal
Accessto Service Plan?

Do all contractors meet the
equality criterialaid down in the
CEP?

Does the CEP contain equality
criteriafor partnerships?

Detail swithin the review of
procurement and contracted services.

Evaluation of contraded servicesin the
context of criterialaid dovn in CEP.

Criteriafor achieving the objectives of
the CEP through Partnerships.

Equalities clausesincorporated into all contracts.
Mechanisms for monitoring equality criteria need further
development. DP

2.3.4 Each department and
service area to establish
planning groupsfor
monitoring and information
systems

Has the departmental/service
level group for planning service
monitoring been established?

Have plansfor service monitoring
been devel oped?

Details of group membership and
minutes of meetings.

Plans setting out service monitoring
programme.

Departmental groups have met to dscussequality impact
assessments by end d March 2004.

2.4.1 Developfair
employment and equal pay
pdicy dement of CEP

Haswork been doreto develop a
fair employment policy?

Haswork on the equal pay review
started?

Isthe data on pay sufficient to
enable an equal pay review to be
carried out? If nat, are plansin
hand to ensure that datais being
collected?

Documentation onfair employment
palicy and pay reviews underway or
completed.

Details of amendmentsto policiesto ensure that they are fair
in terms of diversity issues and updated in line with
employment legidation.

Report giving update on job evaluation process nee to
consider equality isaues as part of apay policy and reed to
undertake an equal pay audit. Timetable for implementation
also attached. Single status work commenced. Checked that
al employment policiesfair in terms of diversity. Rolling
process of updating in linewith legislation. (Recently dore
maternity, paternity and adoption; Anti-Bullying and
Harassment and Sexual Orientation, Religion or belief).
Work on equal pay review ongoing in terms of job
evaluation. Anticinated end date Aoril 2005. When all data
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gathered, will undertake equal pay audit. MS

2.4.2 Engagein
employment equality
assesgment of the Local
Labaur Market Area

Hasthe LLMA assessment been
planned?

Hasthe LLMA assessment
started?

Plan and adion programme for the
Local Labour Market Survey.

Jane Wren from the Employers Organisation (020 72906
6741) has advised that thisis a problem areaand that further
guidance will be produced. Advised that it would be
sufficient to have data gathered to date on the local |abour
market to achieve Level 2. Information on the Labour
market in Darlington (including equality issues) accessed
from the Tees Valley Joint Strategy Unit. MS

2.4.3 Engage in workforce
profiling and an equal pay
revew

Does the CEP contain plansfor
workforce profiling and equal pay
review?

Corporate Equality Plan documentation

Workforce profili ng already takes place. The Courcil has
timetabled plans for undertaking an equal pay review once
the job evaluation processis completed. Latest report to
CMT on management information onthe workforce and
applicants for employment. This demonstrates that the
Council already engages in workforceprofiling in terms of
ethnicity, disability, gender, and part-time/full time status.

Please see section 2.4.1 re. equal pay review.

Further details enclosed in Corporate Equality Plan
documentation. MS

2.4.4 Adopt proceduresto
ensure that publicity for
vacancies does not unfairly
restrict the range of
applicants

Have the authority’ s recruitment
publicity and advertising
procedures been reviewed for
unfair limitation and restriction?

Have procedures been modified
inlight of the review?

Report based onreview with
recommendations. Procedures

modified in line with recommendations.

JCC report, 2002 requesting clearance of revised Reauitment
and Seledion Policy. Incorporates recruitment pulicity and
advertising procedures. Copy of ‘ Jobscene' (jobs bulletin)
with clear equal oppatunities datement and external advert
showing equal opportunities gatement. The Courril’s
recruitment publicity and advertising procedures are
reviewed onan ongoing basisfor unfair limitation and
restriction. Details givenin Sedion 7 of Managers Guideto
the Recruitment and Selection procedure. MS
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2.4.5 Produce a standard
range of apgication forms
and job descriptionsthat
are dear and explicit

Have al recruitment forms and
job descriptions been reviewed?

Have recruitment forms and job
descriptions been modified in line
with review findings?

Report, minutes and samples of revised
documents.

Evidence of proceduresto ensure
compliancethroughout the authority.

E-mail showing that comments have been sought on
recruitment and seledtion documentation. Samples of revised
documents available. E-mailsto HR Managers asking them
to promote usage in Departments. All documents govia
central Recruitment and Selection team to ensure compliance
throughatt Council. M S

2.4.6 Review personnel
information system for
monitoring suitability
including supparting the
council’s datutory ethnic
monitoring duties

Has the personnel i-nformation
system been reviewed for
monitoring suitabil ity?

Isthe system capabl e of
supporting compliancewith the
Race Equality Scheme dhnic
monitoring duty?

Are resources available to
adapt/modify the system if it
proves necessary?

Report detaili ng review parameters,
identifying the waysin which it
complies with the RaceEquality
Scheme or the resources required to
ensure wmpliance Implementation
plans should include resource dlocation
and timetable if necessary.

Personrel information system (COMPEL) reviewed and
developed on an orgoing basis for monitoring suitabil ity,
including supporting the euncil’s gatutory ethnic
monitoring duies.

COMPEL print-outs showing capadty to monitor workforce
by ethnicity in accordance with their, access to training,
disciplinary and grievance procedures and leaving
employment. There ae plansto develop COMPEL to
monitor Performance Development Review scores by
ethnicity. Also capacity to monitor applicants for
employment. Havetrained HR Systems Administrator in
post to ensure compliance M S

2.4.7 Have all employment
procedures been made
consistent with current
legidation and all relevant
employment Codes of
Practice?

Has areview of employment
procedures been carried out?

Have all employment procedures
been made consistent with current
legidation and all relevant
employment Codes of Practice?

Report based onreview findings with
recommendations.

Documentation to show
procedures/staff handbodk changed in
line with recommendations.

Evidence of distribution to staff.

Employment procedures updated on angoing basisto make
consistent with current legislation and all relevant
employment Codes of Practice.

CMT papers detailing changes required dueto Race
Relations (Amendment) Act 2000and Equality Standard for
Local Government. Review of Race Equality Scheme.
CMT paper detailing revisions to maternity, adoption and
paternity |eave schemes; copies of schemes and evidence of
circulation avail able.
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HR Advisory circular on‘Right to Request Flexible
Working'.

CMT paper on New Equality Legidation and evidence of
circulation.

Copy of articlesin ‘The Flyer’ (staff newsletter) and revised
procedures. MS

2.4.8 Develop a pogramme
of equality training to
support the CEP and
departmental service
objectives. Ensurethat the
training programmeis
consistent with thetraining
arrangementsin the
council’s Race Equality
Scheme

Has a programme of eguality
training been developed and
planned?

Isit consistent with the council’s

Race Equdity Scheme?

Production of programme plan; training
materials; al ocation o staff time;
appantment of trainers sxown to be
consistent with CRE guidelines.

Programme of equality training has been developed to
support the CER& P and departmental service objectives.
Training programme is consistent with the training
arrangementsin the Courcil’ s Race Equdity Scheme.

Schedule of dates, details of trainer and course specificaions
available for the following courses:

Introduction to Deafness

Disability Equality Awareness

Race Equality Training

Equal Opportunities and Diversity for Employees

Equal Opportunities and Diversity for Managers.

Traini ng materiasto be provided. MS
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9. Consultation, community development and scrutiny

Darlington Borough Council has a crporate goproach to consultation, which is
directed by the strategy below. In 04/05 that strategy will be updated to dff er further
guidance on engaging with groups that the Courcil has foundit difficult to engage

with in the past.



DARLINGTON

i

CONSULTATION
STRATEGY

POLICY UNIT
OCTOBER 2001

BOROUGH COUNCIL
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“ Ensuring we consult with all relevant stakeholdersin
an efficient and cost effective way, obtaining views
which are representative”

The m-ordination d the Council’ s overall consultation activity isa @re
function for the Policy Unit

Departments ghould use and inform the Policy Unit as a corporate
resource and clearing house in all consultation initiatives. Innovation is
encouraged within aframework of overall co-ordination, achieving the
foll owing benefits:

A corporate facility with dedicated resources, experience, skills and
expertise;

Ableto tap into a network of contacts and existing databases of
research;

Achieve aready understanding of what others have recently
completed, what work isin progressor being planned.



Darlington Borough Council Consultation Strateqy

Contents

Section
1
2

Subject
Purpose
The Strategy Outlined
Principles of Good Consultation
Darlington BC Consultation Guidelines

Consultation onKey Issues:
- the Council’ s Budget
- the Community Strategy
- Best Value

Resources for Consultation
The role of Members
Inclusive Consultation

Implementation and Review

Consultation onKey Issues - Mechanisms

Best Vaue Reviews - Consultation via Survey

Research

Best Vaue User Satisfaction Indicators -
Method and Survey Period

Sources of detail ed guidance

Established groups and consultation fora
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Darlington Borough Council Consultation Strategy

‘Consultationisa process of dialogue which leads to a decision
Audit Commission 199

1. Purpase

The duty to consult

Consultation is not a new concept to Darlington Borough Courcil and local
authoritiesin general. Specific statutory duties to consult in relation to particular
services have existed for some time. However, the Local Government Act 1999 paces
ageneral duty onlocal authorities to consult ‘for the purpose of deciding haw to fulfil
the duty of Best Value'. To achieve this, the following must be consulted:

» courcil tax and bisinessrate payers;
* serviceusers,

« otherswith an interest in their area

Although the Seaetary of State has powers to isue guidance on consultation unaer
the Act, the Government has no current plans to do so (DETR Circular 10/99). It takes
the view that authorities are best placed to decide whom to consult and in what way.
However, it believes that authorities should take a strategic goproach to consultation.
Thisisreinforced by the duty placed onthe Courcil in the Local Government Act
2000to prepare aCommunity Strategy, to promote the economic, social and
environmental well being of their area. Hence the need for a Consultation Strategy to
formalise and develop the adions taken by the Council so far. It will also inform
Members and Officers of the cnsultation resources avail able to the Courxil.

CORE PURPOSE - To ensure that the Courcil consults with all relevant
stakeholders in anefficient and cost effedive way, obtaining views which are
representative of the comnunity and contribute towards the provision d services
which offer Best Value, throughthe establishment of standads, a framework for
co-ordination andthe promotion of good pactice

Consultation goes beyond the duty of Best Value. It has existed as a statutory duty in
other areas for sometime - such asin resped of planning proposals. It has been
encouraged in other areas sich as the Tenant Participation Compact, which builds
upon ou established Residents’ Pandl.

2. The Strategy in ouline

2.1 What the strategy contains

It isintended that the strategy will guide consultation, provide information onthe
resources available within the Courcil, identify sources of information onmore
detailed techniques and ensure that our approach is'corporate’ - i.e. consistent and
carried ou to a high standard with the minimum of dugication.
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In realising this core purpose, the Consultation Strategy will work towards the
Courcil adhieving the following Aims and Objectives in its Performance Plan:

Aim6 Strive for greater involvement of Darlington’s citizensin all the
decisions that aff ect their lives

Objective 16 | Seek the views of service users and other interested parties before
we develop a make significant changesto a service

This strategy establishes the framework for consultation aaoss all aspeds of the
Courxil’ s business, not just to suppat Best Value reviews or preparation of the
Performance Plan. It builds uponthe commitment to consultation and the mechanisms
alreay established by the Courcil to suppat this. It seeks to ensure that all
consultationis eff ectively carried ou, that the information and views obtained are
properly used and contribute to dedsion making and service improvement across the
Courxil. It will also provide the a-ordination necessary to achieve cost-effedive
consultation and information sharing, avoiding the risk of ali enating the public we
wish to involve more dosely in locd government through perceived duplication o
eff ort and poa@ communication.

To adhieverthis, it considers:

» principles of good consultation (sedion 3)

* standardsto be maintained across the Courcil (section 4

» whoshoud be consulted (including ‘hard to readh’ groups - sedion 7)

* established consultation mechanisms and other tools available for use (appendices)

» arrangements for the management and co-ordination d consultation (sedion 4and
Appendix A)
» resources for consultation (sedion 6

» aprogramme of ongoing research (Appendix B)

2.2 Scope

Asnoted above, the Strategy applies across all aspects of the Courcil’ s businessand
seeks to promote @-ordination through raising awareness of consultation adivity.
However, particular attentionis given to consultation in respect of the foll owing
isques:

e determination d the Council’s srvice priorities,
 the budget setting process
» Best Value servicereviews (as part of the 4Cs);

» preparation d the Best Value Performance Plan and Community Strategy.

It concerns external consultation and that within the Courcil and with partner
organisations.




Scope for innovation will be retained to ensure continuows improvement in
consultation asin al other aspeds of our adivities - and it will be revised in the light
of our experiences.

3. Principles of good consultation

3.1 What is ‘ consultation’

The Audit Commisson define consultation as ‘a process of dialogue which leadsto a
decision’. The notion d consultation as adialogue impliesan on-going exchange of
views and information, rather than a one-off event. Consultation can be placed ona
continuum of involvement, which may be simply visualised as follows:

Information giving Consultation Participation Empowerment
e.g. publications, e.g. public meetings, e.g. co-optees, e.g. delegation o
pressbriefing surveys, Citizen scrutiny, partnerships  resources and
Panels resporsibility
LOW ¢ :HIGH INVOLVEMENT
INVOLVEMENT

Although represented as a continuum, this does not imply that high involvement is
necessarily better than low involvement. However, eadch stage can be seen as buil ding
uponthe preceding phase. Local government is based uponthe principle of
representative democracy where Members are dected to take decisions on kehalf of
the wider community - and to be resporsible and accountable for thase dedsions.
Members may indeed need to reancil e corflicting views foll owing consultation.

Thisimpliesthat Courcils shoud consult to ensure that a wide range of views are
represented, and provide information to the public ontheir decisions and actions -
which in turn will lead to more informed consultation. The move to engage more
closely with loca communities, through new political management arrangements and
partnership working to promote community well being, will increase the need for
participation. This strategy, therefore, whil st principally concerned with consultation,
also addresses the interface with information gving (e.g. publishing the Performance
Plan) and participation (e.g. co-option to a Scrutiny Committee).

The DETR’ have classified involvement as follows:

Information - enabling the pulic to be better informed and understand Council
palicies and priorities

Learning - listening to and learning from the public (i.e. consultation)

Exchange - defining issues and debating problems and solutions with the public (i.e.
participation).

" Modern Loca Government - Guidance on Enhancing Public Participation, (ISBN 1 85112 124 2)
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DTLR (previously DETR) identify paossible techniques for involvement, depending on
the purpose. A selection are shown below:

Purpose Involvement Tedhnique

Information Consultation documents, media cverage, exhibitions,
pullic medings.

Learning Complaints/ suggestion schemes, satisfaction surveys,
citizens' panels, advisory referenda, co-option, focus
grours.

Exchange Interactive websites, citizens' juries, vision exercises,
forums.

To date, the Courcil has used fairly traditional techniques aimed principally around
Information and Leaning including representative research. In future, we may want to
exploit additional techniques which gve greder oppartunity to contribute to the
development and exchange of ideas rather than indicate a preference between gven
options - i.e. to achieve greater involvement. The alditional sources of guidance
identified in Appendix D form a good starting point for anyone with a particular
interest in this area.

3.2 GoodPractice Principles

The Audit Commisson have identified four main principles of good padice:

Related to a decision the authority intends to take:

All consultation shoud relate to a decision which can be influenced by that
consultation. Consultees shoud understand what they can change by responding and
be given feedbadk onhow their views were taken into account.

Competently carried out:

The consultation exercise shoud be well designed, representative of all stakeholder
groups affected by the dedsion and wsing appropriate techniques and sampling
methods.

Inclusive:

Some groups have been regarded as ‘hard to reach’, whether as aresult of language or
cultural barriers, lack of time or interest. The Best Vaue guidance (DETR circular
10/99) stresses the importance of communicaing with such grougs.

Used in practice:

Consultation should be linked to decision making, for example in resource dl ocation
and servicereviews. Courcils may need to resolve conflicting views arising from
consultation and should provide feedback to consultees, including how the
information was used.
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Fealback to consulteesis an important e ement as it underpins two of the good
practice principles.

These principles have been used to provide the basis for the guidelines which will
apply to all consultation exercises undertaken by Darlington Borough Council . These
guidelines are described overpage.

4. Darlington Borough Courxil - Consultation Guidelines

Our Commitment to Consultation

“We will consult with serviceusers andother stakeholders before we make changesto
a service or policy. That consultationwill be inclusive, based uponplain English and
other appropriate languages andwe will provide feedback on the decisions made on
the basis of consultation” .

To deliver this Commitment, we will follow these guidelines:

4.1 - Consultationisrelated to adecision

identify the purpose of consultation and what use will be made of the information
in advance

» design/ adapt a consultation mechanism which will derive the required
information

 inform consultees of the purpose of the ansultation - and what can (and cannat) be
influenced by their response

» do nd consult where adedsion has already been made

4.2 - Consultation is competently carried out

» choose an appropriate technique (seesources of guidancein Appendix C)
* identify all stakehdders
» use simple language, avoiding jargon

» consider simple, practical points such as avoiding aroom layout which encourages
an ‘us and them’ mentality for meetings

* avoid biasin question phrasing and other aspects of the project design
* seek advice ontednicd issues as required, e.g.
O where sampling is required ensure this does not introduce bias;
0 ensure resporses are representative of the population d interest;

O be awvare of the margin of error associated with survey reseach.

15t



4.3 - Consultationis Inclusive

* ensure that consultation is representative of all aspects of the @mmunity of interest
» be prepared to use innovative methods to engage ‘hard to readh’ groups

» be prepared to use languages other than English, large print, braill e and other
formats to reach all stakeholders

» evaluate possible sources of biasin information from such groups after it has been
obtained - dorit use it as an excuse for nat trying

4.4 - Using the results and providing feedback to consultees

» usethefindings of consultationto inform the dedsion for which they were
obtained

» when submitting any report making recommendations on an issue subject to
consultation record haw the findings influenced the decision reached, with reasons,
including where ansultees wishes could not be met

» provide cnsultees with asummary of the views expressed and an explanation o
how they were taken into account in reaching the decision

* thank consultees for their participation

4.5 - The management and co-ordination d consultation

 Prior to commencing a consultation exercise, ask:
O what information hes already been coll ected ?

U Doesthe Courril already have mechanisms and structures in place which
can be adopted for this exercise ?

0 Can the consultation be caried out jointly with other services or
organisations ?

» resporsibility for aspeds of Consultationisidentified at Appendix A

» Be aware of the Courrxil’ s corporate ansultation arrangements and planned survey
research to meet the requirements of Best Value (Appendix B and D)

» Shareinformation - bath abou planned consultation and the results you have
obtained. The Policy Unit will maintain arecord of survey reseach in the public
folders of MS Exchange. Inform Policy Unit whenever you uncertake research so
that thisrecord can be kept updated.
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Consultation may be caried aut in-house or external resources employed. Relevant
factors will be; available expertise, the need for independence (both to give the results
credibility and to ensure that consultees will participate and expresstheir true views)
and timescales. The cost of external resources will need to be balanced against the
importance and likely use of the information dotained and available dternatives
within the Courril .

The framework provided by this strategy, the information it contains and sources of
further information and gudance identified should enable Members and Officersto
undertake and wse the outputs of consultation in the manner envisaged by these good
practice guidelines.

5. Consultation onKey Issues

Appendix B identifies a series of important issues aroundwhich consultation is
important. It features arange of existing consultation mechanisms which the Courcil
has in place and aligns these with those issues to which they appear most appropriate.
It is not intended to be exhaustive or prescriptive in relation to each topic - innovation
within the Courcil’ s consultation guidelines is encouraged. Although Appendix B
considers consultation aaoss awide range of issues, particular attention is drawn to
the following:

5.1 The Budget

The level of resources has an important impact on the services we can provide. The
Courxil will take acoount of the views of the ammmunity and employeesin making
decisions on the allocation of resources.

5.2 The Community Strategy

The Plan needs to refled the views and prioriti es of the community and be owned by
it and agreed by al relevant agencies who can contribute to it. Full consultationis
therefore integral to its adoption and continued development.

5.3 Best Value Reviews and Performance Plan

Government guidance on implementing Best Value (DETR Circular 10/99) states that
authoriti es are best placed to dedde who to consult and in what way to meet statutory
requirements. But it does date that the following are required in reviews:

» co-ordination with ather Best Value authorities and ather public bodies
undertaking consultation at the same time - espedally in two tier aress;

» within abroad framework of general principles, amix of techniques shoud be used
which are appropriate to dff erent services and to communicae with groups which
aretypically hard to reach;




» aprocessfor selecting appropriate gproadesto each review (the contents of this
strategy and other supporting information shoud achieve thisin a @-ordinated
way);

* informing consultees of the purpase of consultation, how the information will be
used, details of the timetable and dedsion making processand feedbadk on the
outcome.

The Council’ s Best Value Review Handbook povides further guidance on
consultation in the context of reviews.

The Best Value Performance Plan will include the outcome and targets set by reviews,
in part derived from consultation as above. To satisfy the general duty of Best Vaue
the views of non-domestic rate payers, taxpayers and service users soud be
obtained.

6. Resources for Consultation

6.1 Corporate

There isalimited corporate budget for consultation, managed by the Policy Unit,
which has been establi shed to fundthe foll owing:

»  Community Consultation - the Best Value user satisfadion survey and service
priorities,

» Citizens Panel - research aroundservice prioriti es, service development and Best
value reviews.

Departments and Best Value Review Team leaders can use these surveys withou
recharge. Thiswill be m-ordinated by the Policy Unit. SeeAppendix B for further
information.

Contad - JohnBosson ext 2016(Rm 106)

It may be possible to finance further, ad hoc consultation initiatives re subjects of
corporate significance (e.g. focus group) from this budget. Thisis subject to the
requirements outlined above which have priority for this budget.

6.2 Questionnaire Reseach - SPSS

The Policy Unit have the SPSS questionnaire design and analysis padage. This
resourceis available to departments, subject to workload priorities. The protocol for
the use of this system is as follows:

 consult the Policy Unit prior to designing the questionraire;

» Policy Unit will design the questionnaire to departmental requirements, providing
advice & appropriate;

» data entry will usually be undertaken by departments, using remote data entry
facility;
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» analysis undertaken by Policy Unit and provided to departments for reporting.
For further information please contad Neale Kipling, ext 2021(Rm 102).

6.3 Best Value Reviews

Aswith other costs of the review process, it has been determined that these will be
borne by the service under review, the exception being where mnsultation is part of
the rporate programme (para 6.1).

6.4 Other service development

As per Best Value reviews (6.3)

7. Therole of Members

Elected Members have two principal roles within the Courcil - as decision makers,
either in the Executive as members of the Cabinet, or at Full Courcil. and also as
community representatives - as Ward Courrcillors and members of the Scrutiny
Committees and consultation fora. Both these roles have an important part to play in
consultation.

Members will often take decisions which has been informed by the findings of
consultation exercises. They will need to take acourt of thisand to balance what may
be contradictory views emerging from consultation.

7.1 On-going consultation

All Memberswill contribute to information gathering and gving through Ward
Surgeries and the receipt of comments, compliments and complaints. These provide
the oppatunity to raise issues which are of concern to residents, which Members will
in turn raise with the relevant Department. Through monitoring these Member
enquries we can gather further intelligence on servicedelivery.

7.2 In relation to spedfic initiatives

Scrutiny Committees

The Council has established 5 thematically based scrutiny Committees -
* Resources

» Public Protedion & Community Partnerships

» Social Affairs & Health

» Lifelong Learning

* Environment

In addition to examining the performance of the Courcil and scrutinising deasions of
the Cabinet, they will contribute to the development of padlicy according to agreed
work programmes. Thiswill provide an opprtunity to consult with Members as
community representatives on significant policy issues.



Consultation Forums

The Councils Consultation Forums are retained in the new structure and are chaired
by the relevant Cabinet member. They include representatives of particular interest
groups and the wider community. Further details are included at Appendix D.

Best Vaue Reviews

Scrutiny Committees will provide the principal forum for consulting with Membersin
the @urse of reviews.

I ssue specific

When consulting on a particular topic consider involving the relevant Cabinet
portfolio holder. It will give greder weight to the exercise and demonstrate the
Courril’s commitment to listening and involving people. Where the mnsultationis
likely to assume ahigh profile, at least inform the relevant portfolio holder that it will
be taking place.

Areaspecific

Where the issue dfeds a particular area ensure that Ward Members are avare and
off er them the opportunity to participate in any public meetings to be held.

8. Inclusive Consultation

8.1 ‘Hard to reach’ groups

Some identifiable groups have been categorised as ‘hard to reach’ because they are
typically difficult to engage in consultation. There may be a number of reasons for
this but part of the explanation lies with the methods Courcils and other public bodies
have traditionally used. The barriers which need to be overcome include:

* disability

* cultural

» language

» physical aacessibility (transport, lack of time, no permanent home)

» lack of interest

We shoud try to include groups of people experiencing these barriersin our
‘mainstream’ consultation activities as far as possble. However, it will also be
necessary to make further arrangements to ensure that our consultationisinclusive. It
may be difficult to ensure that such consultationis representative in the acapted
sense of statistical validity but it should provide an important perspective on the

Courxil’s srvices. The findings may require careful consideration kefore being
extrapolated across the community of interest.
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8.2 Breaking down the barriers

Young people - The‘Yesto Youth' (Y2Y) and‘Pea Suppat 2000 (PS2K) groups
have been establi shed for young people from across the Borough's schods to
encourage them to take an interest in community affairs and local governance.

Contad - Sue Davidson, Community Education, ext 2858

People with disabilities - Darlington Association on Disability

Contad - Lauren Robinson 0132548999%nd/or Social Services Department
Consider producing dacumentation in large type, braille and audiotape and when
convening meetings consider accessbility of the building, transport, provision d
induction loops and the role of carers etc.

Growing Older In Darlington (GOLD)

Contad - The GOLD Project Team 013253462®

People from ethnic minorities - Darlington & Durham County Radal Equality
Courcil

Contad - Tony Lindsay 01325 283900

9. Implementation and Review

9.1 Implementation

This strategy is intended to be a source of guidance and information and will be
subject to periodic evauation and review.

In thefirst instance, the strategy is intended to provide aconsistent corporate
framework within which existing consultationis carried out and new consultation
projeds devel oped.

Implementation therefore, will comprise the following:

 carrying out core, corporate mnsultation onthe budget, best value reviews, the best
value performance plan, pdicy development and servicereviews according to the
mechanisms, timetable etc. shown in Appendix A. It is noted that the timetable is
indicative only and can be varied according to national and locd requirements,

» dissemination d the strategy through various channels such as the public folders,
departmental management teams, the Flyer etc. so that officers and members are
aware of the main components of the strategy and can take advantage of econamies
of scale and aher benefits (such as reducing consultation fatigue).

9.2 Review

The purpose of reviewing the strategy is to evaluate its eff ectivenessand identifying
improvements. Thiswill take placeon two levels:
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reviewing the df ectiveness of the overall strategy;
reviewing the df ectiveness of individual consultation projeds undertaken as part
of the strategy.

The strategy will be updated and improved in the light of findings of review and
evaluation. Thiswill ensure that the mnsultation methods deployed are the most
relevant at any given time, fit for purpose and provide vaue for money.

In addition to reviewing the individual components of the strategy (see below), the
strategy itself will be reviewed onan annual basis to assess:

compliance with the framework outlined in Appendix A, noting particular
achievements and/or difficulties;

the degree to which feedback was provided;

levels of awareness of the crporate consultation strategy;

ahigh level audit of the other consultation work undertaken within the authority
and the degree to which this could in future be linked with the crporate strategy;
the gpropriatenessof existing mechanisms on the ‘ continuum of involvement’
described in sedion 31;

the gopropriateness of linkages with ather organisations e.g. partners.

An evauation d the eff ediveness of the strategy will be made on the evidence
identified by the review according to the aove criteria.

Individual components of the strategy i.e. spedfic consultation projects will be
evaluated against the following criteria:

inclusiveness;

resporse rate;

contribution to decision-making;
feedbadk from consultees;
cost-€ff ectiveness

In reviewing individual comporents of the strategy, the Policy Unit will seek active
involvement of managers resporsible for individual projects and encourage a section
on eff ectiveness to be included in reporting the findings of consultation.

9.3 Future Initiatives

In seeking to develop the consultation strategy, the following initiatives have arealy
been identified:

introduce afeadback newdetter for members of the Citi zens Pandl;

review the eff ediveness of the Courcil’ s consultation provider;

establish a corporate employee panel;

explore oppatunities for joint commissoning of consultation research with partner
organisations;

undertake an audit of corporate @mmunity development work and capacity

buil ding initi atives.



Consultation Programme - |ssues & Established mechanisms

APPENDIX A

| SSUE WHO WHY WHEN HOW FEEDBACK RESPONSIBILIT
Y
Budget » Business e taxpayers Nov / Dec- Budget meding |+ Update Director of
community budget with Business subsequent Corporate Services
preparation reps; Darlington meeting of
Partnership Partnership
* Local residents | align spendingto (Oct - Sampleof 1,000 |« viasummary | Head of Policy
community Community residentsvia BVPP and
needs Survey) Community Town Crier
Survey
o Staff /Unions |« impact onjobs Nov / Dec- Budget forum; e Update Director of
and working budyet representation to subsequent Corporate Services
practices preparation leading meeting /
Members/ CMT letter to all
staff
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| SSUE WHO WHY WHEN HOW FEEDBACK RESPONSIBILIT
Y
Best Value * Service users * Does wrvice » Consult stage specificsurveys |« BVPP Review Team
Reviews . userreps meet needs (including thase | | Summary of Leader / Director
: for satisfaction
(interest BVPIs - see comments
groups) Sedionre and how the
Survey _Coumll
intends to
Research)
respond
Meetings, focus Oppatunity
groups, to comment
involvement in onfinal
Review tean report.
meetings
« Employees * impact onjobs » Challenge & Surveys, » Update Review Team
aff ected and working Consult stage interviews, bulletinsfrom | Leader
practices, can involvement in Review
things be dore specific review Team, The
better? teams, via Trade Flyer, liaison
Union reps asked meeting with
to comment on TU reps,
Progress at each feedbadk
stage presentation
oppatunity for gﬂgal report
Unionsto «

include formal
resporse within
final report
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| SSUE WHO WHY WHEN HOW FEEDBACK RESPONSIBILIT
Y
Elected Resporsibility Throughou principally via viareportsto | Review Team leader
Members for overall review (incl. Scrutiny Scrutiny
policiesand progressreports Committee
priorities to Scrutiny) \I;izagal\gi}]ergtbers and Cabinet | Review Sponsor /
at Interim and | Team Leader
reports a Final stages
Scoping and
Improvement
Planning Stages
Ad hoc surveys .
& seminars as Review Team
required Sl
Wider Overall priorities Prior to Community ViaBVPP, Review Team
community for finite Improvement Survey and Summary Leader / Head of
resources, Planning Citizens' Panel BVPP and Policy
service may (Stage 3) (seeSedionre Town Crier.
impact beyond Survey .
direct users Research) On-going
updbtesto
panel
members with
next survey
Potential to help At questionnaire to reasons for Review Team
providers demonstrate competitiveness establi sh interest declining Leader
competitiveness stage / proposals approach or
meeting / request for
briefing days further work
with seleded (subject to
suppiers procurement
strategy and
regul ations).
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| SSUE WHO WHY WHEN HOW FEEDBACK RESPONSIBILIT
Y
Community other pubic » development of a medium term Darlington upckteto Chief Executive/
Plan sector agencies shared visionfor strategic plan, Partnership Board Head of Policy
voluntary sector | D'tonand key reviewed on Meetings with meeting
business actionsin tri-annwal basis interest groups circulation of
" partnership to revised plan
community deliver this
the wider development of a on-going Citizens' Panel / On-going Head of Policy
community shared vision for Community updates to
D’ton Survey (see panel
Sedionre members with
Survey next survey
Research) Town Crier /
media
coverage
website
Best Value other pulic align servicesto commentsinvited Darlington upceteto Head of Policy
Performance sector agencies community throughou year Partnership Board
Plan volurtary sector | Needs& on kesis of Meetings with meeting
business priorities current plan interest groups circulation of
community demonstrate Best deptsrevise revised plan
Vaue targets by 31Dec
- fead in views of
partner
organisations
the wider demonstrate Best on-going Citizens' Panel / On-going Head of Policy
community Value Commurnity updetes to
Survey (see panel _
Sedionre members with
Survey next survey
Research) Town Crier/
media/website
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| SSUE WHO WHY WHEN HOW FEEDBACK RESPONSIBILIT
Y
Policy other pulic * ‘joined up orn-going » Darlington * meetings Directors
Development sector agencies services Partnership
partner e joint meetings/
organisations working groups
elected representative role orn-going » Scrutiny * meetings, Directors /
members Committees reports to Democratic Services
Executive
wider align servicesto orn-going « DBC e via Directors /
community community Consultation Consultation | Democratic Services
interest arou needs & Forums (see Forum
groups priorities Appendix D)
Service service users develop services on-going » feedbadk via * Town Crier Service Managers/
development / to med user frontline staff . notices/ Project leaders
review needs and
: » follow-up leaflets
'mprove surveys explaining
satisfaction sarvice
» Citizens _Panel / changes
Community
Survey (see * On-going
Sedionre updbtesto
Survey panel
Research) members
» specialist work




APPENDIX B

Best Vaue Reviews - Consultation via Survey Research

This note concerns survey research of arepresentative sample of the local popuation
and considersin particular the annual Community Survey, the Citizens' panel
established for on-going research and the requirements of the statutory BVPI's. The
information derived from these surveys may be used to inform our Best Value
reviews. Due to the patential number of people involved and the oppatunity to ask
guestions aadoss awide range of subjeds, the benefits of a co-ordinated approach to
surveys avoid the risk of alienating the pulic.

Purpase of this guidance:
* toidentify programmed reseach;
* toidentify the further surveys required to provide the satisfaction BVPIs,

* toassist Review Teamsin determining what questions they may wish to ask and
the use that can be made of the data;

* toenable m-ordination and avoid duplication d effort.

1. The Survey Programme

The Council has engaged NWA Social & Market Research to urdertake research on
its behalf. Thisfallsinto two broad categories:

The Community Survey

Undertaken annually in the Autumn, providing a randam, representative, sample of
1,000 people.

Principal uses:

* Overal satisfaction with the Courcil

 Satisfactionwith individual services

» genera perceptions of the Courcil

» ldentification d Citizens' priorities re the Courcil’s budget proposals

» BVPIsrequiring representative sample of the population (see Appendix C)

In 1998and 1999conducted by interview. However, to med the requirements of the
BVPIsto be published once every threeyears, will be undertaken by post in those
yeas (commencing in 2000) and focus principally onthe BV PIs at that time. In the
intervening yeasi.e. 2001 and 2002an interview approach will be used to explore
other issuesin greaer depth.

To meet these requirements the aanual Community Survey will take placein
September/ October
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The Citizens' Panel

A panel of volunteers who have ayreed to take part in pcstal surveys. Membership is
refreshed periodicadly and can provide arepresentative sample of 1,000+ people. The
main pupose of the panel is consultative rather than more precise measurement of
satisfadion.

Principal uses:

» Tracking of Courcil performance and pubdi c perception duing the year

» Exploration d particular issues and proposalsin greater depth

The Citizens' panel will be the most appropriate vehicle for Best Value research
directed at the general population. It isintended to survey the panel at least twice
each yea - in June/ July and November/ December.

In addition to the above, Departments and the Policy Unit condict research targeted at
spedfic austomer groups. Surveys targeted at spedfic groups will be required to
provide cetain of the BVPIs (seeAppendix C). These surveys may be useful to Best
Value reviews when the views of a particular customer groupare required.

Further information and guidance on the survey requirements of the BVPIs can be
foundin the DETR publicationsi) ‘Best Vaue and Audit Commission Performance
Indicators for 20002001 - The purple book andii)-‘Best Value performance
Indicators 2001/2002 - The gold book All details are available on the internet at:
www.local -regions.detr.gov.uk/bestvalue/ (includes example surveys).

Please mntact the Policy Unit for further clarificationif required

2. Research for Best Value Reviews

The main opportunity will be off ered by the Citizen’s Panel surveys, either to provide
baseline data, used to inform the 4Cs stages, or incorporated in final reports and used
to prepare adion plans.

The Citizens' panel questionnaire will need to include alimited number of tracking
guestions (e.g. overall satisfaction with the Courcil). To maintain resporse rates, the
questionraire shoud contain nomore than afurther 20 - 30 questions. These can be
given over to Best Value reviews if there ae relevant questions to ask. As these
surveys are administered by post, the questions need to be simple for self completion.
The Policy Unit can dfer further advice and assistance

Timescale for the Citizens' Panel

To help teams prepare questions they may wish to include, an indicative timetable is
provided:




Activity Duration Elapsed time
Review teams identify question 2 weeks 2 weeks
topics:

Policy Unit collate potential 1 week 3 weeks
questions:

Consultant - prepare, administer 4 weeks 7 weeks
and analyse survey by:

Distribution and initial analysis by 1 week 8 weeks
DBC

Service specific surveys

Service specific surveys may also be used in support of Best Value reviews. However,
timing may need to satisfy the requirements of BV PIs. Arrangements to take
advantage of these surveys will need to be made through the responsible department,
identified at Appendix A.

An oppatunity to co-ordinate these further surveysis provided by the Survey
Research database in the pulic folders of MS Exchange. This folder provides
information onrecent and planned research. To be df ective, thisinformation needs to
be kept updated. Although maintained by the Policy Unit, thisis dependent upon
information from Departments. Please update the Policy Unit (fao Neale Kipling -
Policy Support officer). Theinformationin Appendix A will be posted to the Survey
Research database folder (along with this note).

3. Co-ordination d Consultation

This note should lead to greater co-ordination d survey research. Co-ordination and
control of all consultation activities will be much more difficult and pessbly
detrimental asit may stifle innovation. Diff erent approadies will suit diff erent
reviews.

For Best Value reviews, the principal mechanisms will be & follows:

» Consideration d the Consultation Strategy
* Theregular Team Lealers medings

* Understanding and making use of the Courcil’ s programme of external survey
research

» Reference to survey research database by officers considering research.
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Best Value User Satisfaction Indicators 20002001 - Method & Survey Period

APPENDIX C

Ref. Service Brief description Target population | Collection method Survey period | Responsibility
area
BVPF 3 Corporate % satisfied with overall service All residents. Community Survey Sept - Nov. Policy Unit
health provided by authority Sample gprox
1,100
BVPFI 4 Corporate % satisfied with complaints handling | All residents. Community Survey Sept - Nov. Policy Unit
health Sample gprox
1,100(may need
further spedfic
survey)
BVPI 89 [ Environmen | % satisfied with cleanliness standards | All residents. Community Survey Sept - Nov. Policy Unit
t Sample gprox
1,100
BVPI 90 | Environmen | % satisfied with recycling faciliti es, All residents. Community Survey Sept - Nov. Policy Unit
t refuse wllection and amenity sites Sample gprox
1,100
BVPI 103 | Transport % satisfied with information abou All residents. Community Survey Sept - Nov. Policy Unit
pubic transport Sample gprox
1,100
BVPI 104 | Transport % satisfied with local bus srvices All residents. Community Survey Sept - Nov. Policy Unit
Sample gprox
1,100
BVPI 119 | Culture % satisfied with LA cultural and All residents. Community Survey Sept - Nov. Policy Unit
recreational fadliti es (by target group) | Sample gprox
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Ref. Service Brief description Target population | Collection method Survey period Responsibility
area
1,100
BVPI 174 | Housing % satisfied with overall service Courxil tenants. Courxil tenants Not spedfied (but | Community
provided by land ord Sample gprox 600 | survey avoid main
halidays, elections
and rent
increases).
BVPI 175 | Housing % tenants satisfied with participation | Courcil tenants. Courxil tenants Not spedfied (but | Community
arrangements Sample gprox 600 | survey avoid main
halidays, elections
and rent
increases).
BVPI 80 | Benefits % satisfaction - accesshility, All people with Benefits aurvey June/ July and Community
helpfulness communications new / renewal Nov / Dec
clamsfor
HB/CTB. Sample
approx 600
BVPI 111 | Planning % appli cants satisfied with service Applicants Planning survey Throughou year Development
recaving a based onquarterly | & Env
decisionletter. sampling windows
Sample gprox 400
(or al applicantsif
fewer).
BVPI 118 | Culture % users finding books / info wanted All li brary visitors | Library survey Autumn (avoid Education

and satisfied

aged 14+

Sample gprox 400
per library (or al if

schod hdlidays)




Ref. Service Brief description Target population | Collection method Survey period Responsibility
area
fewer)
BVPI 57 | Socid % user / carerswho said they got help | DoH guidanceto Social servicessurvey | DoH guidanceto | Social Services
Services quickly be issued be issued
BVPI 58 | Socia % user / carers who said matters DoH guidanceto Social services survey | DoH guidanceto | Social Services
Services relating to race, culture or religion be issued be issued
were noted
Notes

1. All surveys fhoud be condwcted at least once every threeyears gartingin 2000

2. Policy Unit will manage those indicators identified as captured via the Community Survey.

3. Departments shoud contact Policy Unit (JBosson/ N Kipling) for further advice/ guidance and support re the service specific indicators.
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APPENDIX D

Sources of Further GuidanceTednical Advice

1. LISTEN UP - EFFECTIVE COMMUNITY CONSULTATION*$, Audit Commisson
Management Paper, November 1999 ISBN 1 86240 1969

www.audit-commisson.gov.uk

2. GUIDANCE ON ENHANCING COMMUNITY PARTICIPATION*, DETR / Democracy
Network, October 1998

3. 1&DEA (Loca Government Improvement & Development Agency) * - advice on consultation
for Best Value available on website:

www.idea.gov.uk

seach sitefor ‘best value consultation’ to download useful advice

4. SPOTLIGHT ON BEST VALUE - COMMUNITY CONSULTATION*, LGIU, July 1999
LGIU circulars 78/99** and 11799*® include a summary of this advice

www.lgiu.gov.uk

5. RESEARCH & CONSULTATION METHODS - A SHORT GUIDE TO GOOD
PRACTICE*, East Riding of Y orkshire Courcil, May 2000

6. AMATTER OF OPINION - MARKET RESEARCH & COMMUNITY CONSULTATION
IN THE PUBLIC SECTOR*, Policy Information Network, 16 Park Street, LondonW1Y 3WD.

Note:
* = copy held in Policy Unit
% = downloadable from the web

Further advice/ quidance avail able from:

 Policy Unit - JohnBosson ext 20160r Neale Kipling ext 2021 (general)

» Partnership & Community Services Unit - Sharon Brown 2684(Community Services with
particular referenceto tenant consultation).

174



APPENDIX E

Some Established Groups and Fora

The following list of groups and medings establi shed by the Courcil may be useful for
consultation pupaoses. It isnot intended to be exhaustive but it does indicate the range of
established medings which may be accessed for consultation. Care should betaken in
considering whether these groups are representative of opinionin general. They may, however,
provide an oppatunity to examine an areain depth with a number of interested parties.

Darlington Partnership - established in 1997as a group o leading public, private and vduntary
sedor organisations with acommitment to improving the quality of lifein Darlington.
Resporsible for the Community Strategy. Reconstituted in 2001to form the Local Strategic
Partnership (LSP for the area.

Contact - Lorraine O’ Donnell ext 2013 o Clare Marshall, Partnerships Officer, 01325 488260
Employers Forum - leading employersin the Borough aaoss the puldic and private sedor.
Contad - Richard Alty ext 2946

Residents’ Panel / Residents’ Associations - for consultation with Courcil Tenants. Further
detail in Tenant Participation Compact.

Contad - Sharon Brown ext 2684

Association d Parish Courcils - meeing of Parish Courcillors from acossthe Borough.
Oppartunity to consult with representatives of rural community.

Contad - Linda Todd ext 2354
DBC Consultation Fora

Initially developed to assist in transition to Unitary Status, under new political management
arrangements continue to consider particular services areas. Now chaired by relevant portfolio
holder who reports views to Cabinet. The following are in place:

Town Centre Forum Socia Services Consultation Forum
Environmental Forum Leisure Activities Forum

Transport Forum Consumer Protedion Forum
Education Forum Licensing Consultation Forum

Contad - Linda Todd ext 2354

Some voluntary sector contacts:

Darlington Courxil for Voluntary Service

Kevin Richards, Chief Officer, Church Row, Darlington DL1 5QD

Tel: 01325 266888
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Darlington User Involvement Partnership

Under review.

Darlington Association on Disability

Lauren Robinson, 20-22 Horsemarket, Darlington, DL1 5PT

Tel 01325489999

Darlington & Durham Courty Racial Equality Council

Tony Lindsay - Acting Diredor. CV S Building, Church Row, Darlington, DL1 5QD

Tel 01325 2839PD0
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CER& P Consultation Process

Darlington Borough Council will not carry out separate consultation onits Corporate Equalities
Action Plan, preferring to undertake mnsultation in this areaas part of the consultationit is
carrying out in relation to the development of the Social Inclusion Strategy. This demonstrates
the Courcil’s desire to link its equalities work to a more strategic approach to social inclusion,
equalities, diversity and community cohesion.

The Corporate Equaliti es Action Plan appeas as a sub-section d the draft Social Inclusion
Strategy. As such, it has already been circulated to designated staff and stakeholder groups who
have astrategic rolein service delivery in Darlington (li sts available). Consultation with other
groups will inform the further refinement of the strategy and action dan. A request to have the
strategy transferred orto audio tape has already been received. Translation into Darlington's
community languages will be avail able on demand.

The plan isto publish a Socia Inclusion Strategy for Darlington by June 2004. The mnsultation
period started in January 2004and will run until May 2004



10. Framework for Driving Change d Darlington Borough Council

With the suppat of the Government’s scial exclusion wit, the Local Authority Social
Exclusion retwork (LASE) has developed aframework for improving local authority
performance with regard to social inclusionin its broadest sense. The LA SE model has been
adopted by anumber of local authorities in England in the last two yeas and continues to be an
example of best practicein thisarea

The methodology employed is one based onself-assessment. The model is based ona belief that
there are nine key issues or, more properly, ninekey linksin a chain of events, against which
local authority performance can be measured.

What followsis an explanation d baoth the nine link framework and the gplication d this model
to the Darlington context.

The ‘ Theory of Change' Moddl

Thismodel posits nine linksin achain of activity that is required to tackle social exclusion.
What followsis alist of these nine links, with some brief reminders about why each is ©
important.

Politicad Leadership

« Politicd leadership provides vision and suppat for the social inclusion agenda within any
local authority.

«  Success will be limited withou political commitment.

« The wider the political ownership of social inclusion agenda, the more successful the
authority’ s work islikely to be.

Managerial Leadership

+  Widespread ownership of the social inclusion agenda shoud be built on clear political
commitment.

« Social inclusionis a corporate issue and evidence suggests that it benefits from being
championed from a @rporate, rather than departmental, pasition.

« Therenedl to be clear medhanisms for strategic planning and qoerational delivery.

Strategic Approad

« For acrosscutting issue like social inclusion, a dear and strategic approach is vital.

« The development of asocial inclusion strategy should itself be an inclusionary process. It
must lead to a document that contains a broad range of paints of view, which must be
regularly reviewed and updated.

« A successful strategy requires the full participation in policy development of those who are
excluded. A clea understanding of how the social inclusion strategy relates to other
equalities, community cohesion, neighbaurhoodrenewal, regeneration and aher related
isaues needs to be maintained.

« Corporate social inclusion strategies which are delivered withou the full suppat of the
Local Strategic Partnership are likely to have only limited success
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Community Engagement

« Area or neighbouhoad-based consultation can be very effedive if appropriate mechanisms
arein place. The LASE network recommend that L SPs need to ensure that the voices of the
more marginal communities can be heard and are central to the development of a social
inclusion strategy.

« Capadty building may be an issue with relationto developing a more inclusive gproach to
community engagement.

Partnership
+ Strategic socia inclusion work needs ‘buy-in’ from the broadest range of partners.

« Advanced partnership working (i.e. sharing of important data, joint planning processes and
joint monitoring arrangements) is likely to yield the best results.

Equalities

+ The qualitiesdimension of the social inclusion strategy needs to be highlighted. 1f
equalities issues are not tackled here then they are unlikely to be addressed in any other
borough-wide strategy/poli cy.

« Effective social inclusion strategies are likely to contain dff erentiated targets for diff erent
communiti es of identity and/or interest.

« Many local authorities have benefited from joining upthe resporsibility for the equalities
and social inclusion agendas within their organisations.

Action Planning

« Both themed and area-based approaches to delivering action plans will need careful
consideration.

« Anadvantage of issue- or service-based approaches to action planning is that they may make
it easier to incorporate social inclusion ohedives and targets into the local authority’s
businessplans and performance management systems.

+ There should be abalance between ealy wins and long term aims.

+ Actionplans hould be structured aroundtackling inequalities. An action plan islikely to be
useless unlessit is baded up with resources and identified lead dfficers.

Mainstreaming and driving organisational change

« The mainstreaming of the social inclusion agenda is the ultimate task of any social inclusion
strategy.

+ Somelocd authorities have foundadvantage in bringing together the public service
agreement (PSA) and social inclusion targets.

« Organisational change which isfocused ona change in an organisation’s phil osophy or core
valuesis best achieved through a combination d bottom-up and top-down approaches.

Monitoring performance and evaluating outcomes

« Key indicaorsin the community strategy adion dan and the social inclusion strategy should
be aligned and relate dealy to outcomes, not outputs.

« There ae benefits from choasing key indicaors that are amix both of ‘floor target’ type
national indicaors and some more qualitative local indicators. It makes nseto involve
disadvantaged communities in the selection d these indicators.




Limitations of the Model

When wsing the ‘theory of change’ model outlined abowe, it isimportant to remember that the
process of change is unlikely to be alinear one. Some local authorities may find that they have
strong commitment to deliver change from partners only to find that they lack pdlitical
leadership. Other local authorities may find that they have both the political and managerial
leadership necessary but have poar community engagement and a lack of partnership working
which will severely limit the df ectivenessof their strategy. It is anticipated that the
development of asocia inclusion strategy in Darlington will stimulate good practice but it must
also be informed by the good padicethat exists already. The ‘theory of change’ model expeds
that locd authorities will make general and simultaneous improvements in each o the nine links
during a particular time period, which can then lead to an overall assesament of how they are
performing against their social inclusion agenda. As has already been naed, the likelihoodis
that diff erent authorities will have different levels of performancein each of the nine diff erent
areas. Thechallenge for Darlingtonisto identify those aeas in which we perform weakest and
develop an action plan that turns Darlington Borough Courcil into an organisation that is
performing strongly across each of the links in the chain.
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11 Sdf-Assssment and Draft Action Plan

What follows is atabular representation d a self-assessment on the nine themes. It gives a snap-shat, in nomore than five bull et points, of
Darlington Borough Council’s position as at December, 2003 The actions are deliberately short to medium term and orly those things that can be

achieved by March 2005 lave been included. This document will need to be reviewed and refined in advance of that. This adion plan below will

undergo further consultation and refinement before being highlighted in the Social Inclusion Strategy.

Theme Current position Action required Resour ces By whom? When?
requir ed
Politicd +  Membersreceve « Spedfic avareness-raising | - Existing + David + By May 04.
leadership corporate social inclusion with members required budyet. Plews.
training. aroundlaunch of Social
+ Equal Oppatunities Inclusion Strategy.
Member Scoping Group |+ Member championfor +  Exidting «  Paul + By March 04
scrutinises Social Inclusionto be budyet. Wildsmith/
equalities/inclusion work. identified. Lorraine
+  “Ensuring accessfor all” O'Donrell.
isa corporate aim, + Review of member +  Exidting « Strategic + By March 04
endased by Members. involvement in bah budyet. Inclusion
+  Member endarsement of palicy development and Group.
clear linkage of corporate scrutiny for social
aims to Darlington inclusion.
Partnership’s community |« Council Member and + Existing + Cabinet + Fina verson o
strategy aims. Darlington Partnership budget. and strategy pulished
Board Member approval Darlington June 04, approval
of Social Incluson Partnership sought asap
Strategy Board. thereafter.
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Theme Current position Action required Resour ces By whom? When?
required
Manageriad |+ New officer structurefor |« Formaliseworkinglinks |« EXxisting + David e By March 04
leadership addressing social establi shed between budget. Plews.
inclusion agenda, strategic and
including strategic and implementation groups.
implementationgroups. |+ Ensure suppat of CMT + Existing « Lorraine + By May 04.
Strategic group chaired for draft Socia Inclusion budget. O’'Donrell/
by Diredor of Corporate Strategy. David
Services. Plews.
- Policy Advisor (Social - Ensure suppat of CMT - Plansforusing |+ Lorraine « CMT paper by
Inclusion) appanted May for linking o Social £9,000 O’'Donrell/ January 04.
2003 Works from Policy Inclusion and Community “underspend’ David
Unit to provide a Cohesion agendas. from external Plews.
corporate lead. sourcesto be
+ Strategic links between confirmed.
community cohesionand |+« Maintain profile of Social |+ Existing + Strategic + Include on agenda of
social inclusion agendas Inclusion work with budget. Inclusion Senior Mangers
explored. Senior managers Group. Workshop by
December 04.
» Developcorporate « Existing + David « ByJune04
guidelines onthe budget Plews
procurement of translation Susan
servicesfor DBC. White
« Developamanagers + Existing + David - ByJune04
social inclusion todlkit. budget Plews/
Inclusion
Implemen-
tation
Group




Theme Current position Action required Resour ces By whom? When?
required
Strategic « Promoting Inclusive « Hedth Improvement « Existing e Hedth » By February 04.
approadh Communitiesis akey Groupis renamed to budget. Improve-
theme of the community reflect the importance of ment
strategy, with its own Social Inclusion. Group—
lead officer. chair
+  Consultants Marion
commissioned to Pickersgill.
uncertake ward + Neighbouhoodappraisal |+ Existing e« David « ByJune04.
appraisals as part of information informs budyet. Plews/
NeighbouhoodRenewal development of Social Sharon
Strategy reseach. Inclusion strategy. Brown.
« A draft statement + Devisefundraising » Exigting Strategic « By April 04
produced which frames strategy for this action budget. Inclusion
all the Council’swork in plan. Group
community engagement, |- Deliver regular « Existing . Strategic . Ongoing
development and monitoring of Social budget. Inclusion
renewal. Inclusion strategy. Group
« £190kraised from - Devise and deliver « Existing « Incluson |e By September 04
external sources for corporate “ clear print” budget Implemen-
Community Cohesion guidelines tation
activity and Community Group
Cohesion baseline

asesgnent undertaken.

« Social Issues Map
provides ward-by-ward
information onthe
borough.
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Theme Current position Action required Resour ces By whom? When?
required
Community |« Large Darlington e Ensure representation of e Existing  David » Ongoing.
Engagement Assembly linksto a disadvantaged groups budget. Plewsto
broadly representative within governance liaise with
Darlington Partnership. structures (e.g. Darlington Steve
* Nine cmmmunity Partnership). Rose/
partnerships established Sharon
in priority wards. Brown.
» Draft Compad with * Review corporate grant « Existing e Sharon * Review Group
voluntary sector aid programmes to reflect budget. Brown reports by March 04
produced. community strategy/social chairs
 Corporate Consultation inclusion agendas. review
Strategy in pace. group.
* Pilot postal voting » Consultation Strategy « Exigting ¢ John o CMT paper by June
project achieved more reviewed to provide budget. Bossor/ 04.
than 50% increase in guidance on engaging David
voter turn-out. with “harder to read’ Plews.
groups.
Partnership |+ Community Strategy e Continuedevelopmentof |« Withinexisting | ¢ Sharon e Eleven partnerships
launched by Darlington community partnerships. internal and Brown. by April 04.
Partnership with suppat external
from and engagement resources.
with pubic, private and
voluntary sector partners. | « Examine feasibility of » Existing *  David * By September 04.
» Courxil involved in developing a crporate budget. Plews/
partnership work to protocol for partnership Policy
deliver cross-cultural working: “Rules of Unit.

events.

* Beacon Council status
for Community Legal
Services.

» Advanced partnership

Engagement”.
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Theme Current position Action required Resour ces By whom? When?
required
working through
Darlington’s Sure Start
programme.
Equalities Level 1 of Equality Deliver Level 2. Existing * Inclusion By March 04
Standard for Local budyet. Implemen-
Government attained. tation
Draft First Y ear review Group.
of Race Equality Scheme Incorporate Yea Two Existing * David By December 04.
pullished for Review of Race Equality budget. Plews
consultation. Schemeinto Corporate Inclusion
Corporate equalities and Equalities Plan review. Implemen-
diversity work drawn tation
into the wider social Group
inclusion agendavia CMT paper links Existing e David By January 04.
appa ntment of Policy community cohesionand budget. Plews/
Advisor (Socia social inclusion agendas. Shaun
Inclusion). Finday
Detailed Equal Investigate feasibil ity of Existing  HR/David By September 04.
Oppatunities pdicies harassment monitoring budget. Plews
pulished. (extend from Suspected
Racist Incidents).
Action Community cohesion Trandate key actions Utilise£9,822 |+ David By April 04.
Plans baseline assessment has identified in baseline of Home office Plews/
highlighted actions asesgnent into Social underspend. Strategic
required inthisarea Inclusion Strategy. Inclusion
Six month report onthe Group
Darlington Partnership’s Align Darlington Existing e David By March 04
first adion dan Partnership action dan budget. Plews/
pulished. Review and (Promoting Inclusive Hedth
refinement process under Communities) to highlight Improve-
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Theme Current position Action required Resour ces By whom? When?
required
way. Social Inclusion Strategy ment
* Race Equality Action actions. Group.
plans pubished foreadn |+ Review Courcil charging |+ Existing « CMT * By September 04.
department, as part of pdiciesin light of adopted budyet.
first yea review of Race Social Inclusion ethos.
Equality Scheme. * Review Socid Inclusion |+ Existing » Strategic « By March 05
e Action danto improve Strategy priority groups. budyet. Inclusion
recruitment and retention Group.
of staff from BME
communitiesin place.
Mainstream |« Strategic and * Rethinkroleandfunction | ¢ Existing e Incluson |+ ByMarch04
-ing and Implementation goupsin of departmental equalities budget. Implemen-
driving place for Social groups. tation
organis- Inclusion. Group.
ational e Comprehensive Training | Investigate further links e Existing e Lorraine e By Jdly04.
change and Development between Socia Inclusion budget. O'Donrell/
Strategy, includes agenda and oth CPA and David
delivery of bespoke PSA. Plews/
equalities training. Andy
» Departmental Robinson
mainstreaming equalities | ¢« Examine feasibility of * Mainstream e David * Submit detailed bid
groupsin place seauring discrete budyet budyet Plews/ Paul to CMT for 04/05 by
for social inclusion implicaions Wildsmith/ November 04.
mainstreaming, and for 04/05. Strategic
delivery of Social Inclusion
inclusion Strategy actions. Group
Monitoring |« Firmly established « Measuresocia inclusion |+ Existing » Policy « By March 05
performance corporate performance performance corporately budget. Unit.
management framework. using Performance Plus.
e Separate monitoring of e Improved complaints o Existing * Andy e« By March 04
projects which attrad monitoring allows budget. Robinsory
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Theme Current position Action required Resour ces By whom? When?
required

external fundng, e.g. learning from complaints David
community cohesion with an impact on socia Plews
projects. inclusion.

* Corporate mnsultation » Further joint working with | «  Existing * Nonne * ongoing
strategy in place. PCT on performance budyet. Crawford/

*  Yea One Review of development. Lorraine
Race Equality Scheme O’'Donrell/
undertaken. David

Plews




12. TheLongTerm View

It is Darlington Borough Courxil’ s intention to publish a Corporate Plan and Review document
to prove the attainment of each subsequent level of the Equality Standard for Local Government.

Thefirst two levels of the Standard have been achieved quickly: each taking twelve months. The
Courxil’s Socia Inclusion Implementation Group recognises the importance of consolidating
this achievement by all owing eighteen rather than twelve months for the attainment of each of
the subsequent levels. This means that for audit purposes our target level of attainment for each
financial year will be & follows:

Y ear Level Attained

March 31st, 2004

March 31st, 2005

March 31st, 2006

March 31st, 2007

March 31st, 2008

QAR [WINN

March 31st, 2009
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