PART 1

(OPEN TO THE PUBLIC)
ITEM No.



REPORT OF THE DIRECTOR OF PERSONNEL SERVICES

TO THE EQUAL OPPORTUNITIES FORUM

27 MARCH 2002

RACE RELATIONS (AMENDMENT) ACT 2000 - UPDATE

EXECUTIVE SUMMARY

· This report explains what progress has been made on preparing for and implementing specific duties under the Race Relations (Amendment) Act 2000. 



FURTHER DETAILS CAN BE OBTAINED FROM

Marcus Roe Senior Personnel Officer - Tel: 0161 793 3536



IF YOU HAVE ANY QUERIES PLEASE CONTACT:
Marcus Roe: 0161 793 3536
BACKGROUND DOCUMENTS
(Available for public inspection)
Race Relations (Amendment) Act 2000.

Race Relations (Amendment )Act 2000 Consultation Pack (C.R.E) 



RECOMMENDATIONS

THAT this report be noted and a further update be presented to this forum in May 2002.

1
BACKGROUND




This Forum considered a report and presentation regarding the Race Relations (Amendment) Act 2000 in May 2000 and also a report to this forum in September 2001 and January 2002.

The report identified the new statutory duty on public authorities in carrying out their functions to have due regard to the need to;

1. Eliminate Unlawful Discrimination, and

2. Promote equality of opportunity and good race relations.

In December 2001 the Commission for Racial Equality issued draft Codes for consultation and guidance on implementing the specific duties under the Act.

The Council has been working with these documents to establish what needs to be done to fulfil the specific duties of the Act by the 31 May 2002 deadline.



1.2
An officer from Personnel and Performance recently attended a conference on delivering race equality within the public sector which identified the following key themes:




· Strong leadership by elected representatives and chief executives is crucial.
· Strategic focus is vital as the requirements of the Act are wide ranging.
· Focussing on the General Duties, rather than the complying with the Specific Duties.
· Introducing change is likely to create a backlash from those who now perceive others are receiving preferential treatment, which must be managed.
· Involve the community as an active partner ensuring that the communication is two way.
The following paragraphs reflects best practice in relation to the Act.



2


SPECIFIC DUTIES



2.1
Race Equality Scheme.

The Race Equality Scheme must be published by 31 May 2002 and must:

1. State the functions and policies we have assessed as being relevant to the general duty to promote race equality; and

2. Set out our arrangements for meeting the duty by:

i. monitoring our policies for any adverse impact on race equality;

ii. assessing, and consulting on, the likely impact of proposed policies;

iii. publishing the results of our assessments, consultation and monitoring;

iv. making sure that the public have access to information and services; and

v. training for our staff on the general duty

To assist with formulation of this scheme The Director of Personnel and Performance has produced a guidance document and proforma, which was sent out to each Director on 1 February 2002 (appendix 1). This guidance was also discussed at the Directors Team on 14 February 2002.

This guidance was devised to assist in assessing which functions and policies are relevant to the general duty and to prioritise relevant functions/policies so as the most relevant would be tackled first. Current monitoring indicates that this task is not yet complete which will have implications for the Scheme being finalised by 31 May 2002.

Once each Directorate has completed the first task of assessing functions and policies for relevance they will submit a report for inclusion in the Council's Race Equality Scheme which includes a 3 year action plan and details the mechanisms for meeting the general duty. This report will specifically state how the Council will monitor adverse impact of policies, mechanisms for assessing, and consulting on, the likely impact of proposed policies, how they will publish the results, how they will ensure that the public have access to information and services and how they will train for their staff on the general duty.

During the first 12 months of the Scheme, impact assessments will need to be undertaken by each Directorate on those policies they classed as top priority (i.e. those which are very relevant to the general duty) in their initial assessments. A lengthy guidance document on how to undertake a Race Equality Impact Assessment has been produced and some standard forms to accompany this.  This guidance will be circulated once the final Scheme is approved and published.

Officers of the Personnel and Performance Division of the Chief Executive Directorate are deployed to assist with any aspect of this process. All Directors have been requested to nominate a senior officer to liase in this matter.



2.2
EMPLOYMENT

Under the specific duties for employment public authorities must monitor existing staff, applicants for jobs, promotion and training by racial group. It is strongly recommended that the 2001 Census categories be used for this.

The Council currently monitors all job applicants and holds data on its staff. As identified in a report to this forum in September 2001, the Council only has ethnic origin data for around 80% of the workforce.  As the Act recommends that the Council adopts the 2001 Census categories it is preferred that we should obtain ethnic monitoring data from all staff who work for the in line with the 2001 Census categories. The 2001 Census categories are far more wide ranging that the old ones and using these will give the Council a more sophisticated picture of its workforce in terms of ethnicity.

This is a large task and the mechanics and resource implications are being established. Agreement on the overall approach has been reached with the non-teaching Trade Unions. As part of this process a new Monitoring form has been developed (appendix 2) for use with current staff and also to be used for all prospective employees through the recruitment and selection process.

The Monitoring that we have to undertake will propose specific problems for schools. To aid the collection of this data we have held meetings with the Teaching Trade Unions and also the secondary and primary headteachers. They have been provided with an explanation of why we are undertaking this exercise and also a copy of the draft monitoring form.

It is planned  that this exercise will be completed by 31 July 2002.

The Council will also have to monitor on an ongoing basis and analyse by racial group the following events:

i) Grievances

ii) Disciplinary action

iii) Performance appraisals

iv) Training 

v) Staff leaving the authority

The responsibility for this will lie with the Director of Personnel and Performance and systems are being put in place to fulfil this requirement. A briefing for Personnel staff was held in February to explore options on implementing these requirements.



2.3
Schools

Schools have separate specific duties which must be complied with before 31 May 2002. These duties are:

i) prepare a written statement of its policy for promoting race equality ("Race Equality Policy")

ii) have in place arrangements for fulfilling, as soon as is reasonably practicable, its duties 

iii) assess the impact of its policies, including its race equality policy, on pupils, staff and parents of different racial groups including, in particular, the impact on attainment levels of such pupils; 

iv) monitor, by reference to their impact on such pupils, staff and parents, the operation of such policies including, in particular, their impact on the attainment levels of such pupils.’

The Director of Education and Leisure has a group of officers currently working on these and other equality issues and the Director of Personnel and Performance is liasing with this group.  

In addition to this the Director of Personnel and Performance has produced a model Race Equality Policy for use within schools.



2.4
Service Delivery Ethnic Monitoring

The Council already has a comprehensive Service Delivery Equal Opportunities Policy  that is being revised to incorporate the Councils responsibilities under the Race Relations (Amendment) Act 2000. A further report will be brought to this Forum at a future meeting.

Ethnic monitoring in service delivery is vital to meet both the specific and general duties under the Race Relations (Amendment) Act 2000. 

As part of implementing this policy it is proposed that there will be a commitment within the Race Equality Scheme to implement comprehensive service monitoring within the first year. A report to this forum in September 2001 provided guidance to Directors in implementing this requirement.



2.5
Training

To assist Directorates with the tasks identified, the Director of Personnel and Performance has included resources for training in the 2002/3 service plan. 

Training has already been provided for a group of school governors and a training pack given to the Education and Leisure Directorate to enable them to undertake further training for governors.

A briefing/training session has also been arranged for managers of the Community and Social Services Directorate to take place towards the end of March.

In addition to training specifically focused on Directorates, 4 half day training sessions have also been arranged throughout April aimed at managers to introduce them to the Race Relations (Amendment) Act 2000 and the implications this has for the Council. At these training sessions, Managers will receive a training pack for use within their own section so as they will be able to train their own staff. In this way it is hoped that a large number of people can be reached by this training.

In June 2002 four more half day sessions will be arranged. These sessions will specifically look at the Councils Race Equality Scheme and the implications this will have on managers. In addition to this the sessions will look at the role of impact assessment within the scheme and explore best practice in relation to this. Again managers will be given a toolkit for use within their departments to enable them to train staff on the new Race Equality Scheme and also introduce the concept of Race Equality Impact Assessments to staff.
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MEETING THE DEADLINE

The City Council is required to publish a Race Equality Scheme 31 May 2002. 

Due to the complex and onerous task of obtaining the information from Directorates in relation to their functions and policies a fully comprehensive Scheme will not be published on this date. Therefore it is proposed to publish a scheme the due date that reflects the work done. The Scheme will then be used to consult with the community as required by the Act.

The consultation required is very wide ranging and therefore a final scheme published after the consultation process will better reflect the key areas of development required for the City Council to better meet the needs of its Black and Minority Ethnic citizens.
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RECOMMENDATIONS

That the initial Race Equality Scheme will be reported on and presented to the May Forum.

That the Director of Personnel and Performance progress with a survey of the ethnicity of all existing employees using the 2001 Census categories.

That the 2001 census categories be used for all future monitoring of the recruitment and selection process.

That Directors be required to initiate ethnic monitoring of all relevant services.

