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BASSETLAW DISTRICT COUNCIL

Human Resources Service

EQUAL OPPORTUNITIES POLICY

	INTRODUCTION


	1.1                                 Purpose


THE BASIC STATEMENT

The Council aims to provide equal opportunity for all people and will do so by declaring a policy statement and taking action in strategic areas.  In support of this aim it will :

*
Develop an equal opportunity policy for all aspects of the Council’s activities and commit itself to a programme of action to see that the policy is fully effective.

*
Ensure equality of opportunity and treatment for all persons in the provision of services and in the employment of staff to provide and support these services.

*
Ensure that no person or group of persons using the services, applying for a job, or being employed or for contracts with the Authority, will be treated less favourably than any other person or group of persons because of their race, colour, ethnic or national origin or because of their religion, political views or membership, sex, sexual orientation, age, marital status, disability, trade union membership, either by direct or overt discrimination or is disadvantaged by conditions or requirements which cannot be seen to be justifiable.

*
Ensure that there will be no unfair discrimination against lesbians, bisexuals, or gay men and guidelines will be issued in relation to disciplinary action.

*
Ensure the collection and monitoring of information relating to the sex, ethnic/racial origin and disabilities of all those seeking employment and services from the Authority.

*
Monitor the Best Value performance indicators which relate to equal opportunities, these being

· Percentage of senior management posts filled by women - to reflect position as at 31 March of each year.

· The number of staff declaring that they meet the Disability Discrimination Act disability definition as a percentage of the total workforce.

· Minority ethnic community staff as a percentage of the total workforce.

*
Ensure the adoption of a positive policy of removing discrimination in all areas of sex, sexuality, sexual orientation (i.e. lesbians, bisexuals or gay men) race, religious or political belief or disabilities.

*
Ensure that all employees in all parts of the Council services are fully aware of their responsibilities towards the promotion and implementation of the policy.

*
Actively assist disadvantaged groups to benefit from its services and in employment.

*
Seek to identify the needs of disadvantaged groups in its area of operation by establishing close relationships with those groups and involving them when we make decisions which affect them.

*
Be mindful of its commitment to equality and opportunity in hiring contractors and other agencies to work for it

*
Ask each Directorate to prepare detailed action plans implementing the policy, and  review them every year.

*
Be mindful of its commitment to equality of opportunity in allocating all forms of grant.

	1.2                           Key Principles


To achieve the overall objectives of the policy, the following broad categories of activity need to be considered :-

a)
Recruitment, selection and employment

b)
Service delivery

c)
Training

d)
Information, interpretation and translation

e)
Community Consultation

f)
Monitoring

	The Implication for Race Relations


Equal Opportunities - Race Relations, the Council has committed itself to ensure that in the provision of its services and in the employment of staff, it makes appropriate arrangements within the context of the duties placed on the Council under Section 71 of the Race Relations Act 1976 with regard to the need:-

a)
To eliminate unlawful racial discrimination

b)
To promote equality of opportunity

c)
To promote good relations between persons of different racial groups.

	2.1                           Key Policy Development


In achieving the overall objectives of the policy, and to meet the statutory requirements of the Race Relations Amendment Act 2000, to take positive steps to eliminate discrimination (the implementation date for this provision is 2 October 2000), emphasis will be placed in the following broad categories:-

a)
Employment Issues

b)
Training Issues

c)
Service Delivery Issues

d)
Interpretation/Translation Service

e)
Community Consultation

f)
Monitoring

	2.2                           Recruitment and Advertising


The recruitment process will be completely overhauled to ensure that it is open, systematic, fair and to ensure that the best person for the job is appointed.  The measures taken will include recording ethnic background, widening advertising policy, centralising advertising procedure, publishing job newsletter, introduction of personnel specification and review of job description of all jobs, production of recruitment and selection code of practice.

	2.3                Mandatory & Non Mandatory Training Programme


Training is seen as good management practice and hence training will play an important role in successfully helping employees to adjust and manage the implementation of this policy.  We have identified various types of training needs e.g. recruitment and selection, induction training, reception contact staff training, service delivery training, community delegates training etc.  This training will be provided throughout the year in a systematic and structured way and thereafter as appropriate.

	2.4    Service Delivery – Directorate Action Plans and Annual Reviews


This will be a new concept for this Authority.  Introduction of this policy requires each Directorate to identify the race equality related issues, which they intend to tackle and set out a 12 month programme of action for those issues. This programme is reviewed every 12 months to assess what progress has been made, what new issues have been identified and what is proposed for the next 12 months.  These programmes of action are intended to generate change in the key areas of service delivery.

	2.5                           Monitoring


An annual headcount will be conducted every year to show the exact number of ethnic minorities employees employed by this Authority.

	2.6                           Positive Action Recruitment


Section 5(2)(d) and other appropriate sections of the Race Relations Act 1976 will be used to recruit ethnic persons to fill certain posts in various departments with a view to improving services to the ethnic community.

	2.7                          Racial Harassment


Racial harassment policies will be developed for the Council.

	2.8                   Equal Opportunities Implications on Council’s Reports


Writers of reports for Council Committees will be asked to identify any equal opportunity issues raised in all of their reports and to outline the equal opportunities implications of their recommendations.

	2.9                          Community Consultation


The Chief Executive or his nominated officer will conduct a series of consultations with the ethnic community organisations in Bassetlaw.  This consultation process will raise issues, which will be fed to Directorates for their actions.

This process will help the Council’s Directorates to understand and improve many of the services they provide to the ethnic minority communities in Bassetlaw.

	The Implications for Disabled People


	3.1                          Recruitment, Selection and Employment


The Disability Discrimination Act makes it unlawful for an employer to discriminate against disabled people in the field of employment.  It is unlawful to discriminate against a job applicant :-

· in the arrangements made for determining to whom a job should be offered; or

· in the terms on which employment is offered; or

· by refusing to offer, or deliberately not offering the disabled person employment.

It is also unlawful for an employer to discriminate against a disabled employee :-

· in the terms of employment the employer affords the disabled person; or 

· in the opportunities which the employer affords the disabled person for promotion, transfer or training; or

· subjecting him or her to any other detriment or disadvantage.

In employment, the heart of discrimination against disabled people lies in judgements that are made about the suitability for a given position in given circumstances.  The notion of suitability needs to be scrutinised when considering disabled people in employment.

	3.2        Bassetlaw Council’s Proposed Document on the Employment   Provisions of the Disability Discrimination Act


The employment provisions of the Disability Discrimination Act were introduced in December 1996, and the Council will issue a guidance document and initiate a training course for recruiting officers which covers the following :-

· The new definition of disability

· Discrimination in employment

· Reasonable adjustments an employer must undertake

· Enforcement

· The Code of Practice

· Recruitment Advertising

· The abolition of the Green Card System of registration and the quota scheme

· The DDA and Best Value

· Sickness management

	3.3                  Positive about disabled people – the two ticks symbol


The symbol stands as a clear message to people with disabilities that an employer using it will recognise and make the most of their abilities.  Committed to maintaining that accreditation because the Council has been accredited to use the symbol, people with disabilities will know that, as a minimum, it has taken five specific steps towards getting their job and career opportunities right.

· A guaranteed job interview if the disabled applicant meets the essential criteria

· Consulting disabled employees regularly

· Keeping employees if they became disabled

· Improving knowledge by training

· Checking progress and planning ahead

The Council is committed to maintaining this accreditation.

	3.4                          Service Delivery and Training


The Council’s Disability Equality Statement sets out its commitment to equality of opportunity for disabled people and the process by which it will work towards achieving its objectives.

	3.5                  Disability Equality Statement – Statement of Intent


The Council is committed to supporting the full integration of disabled people, free from direct or indirect unlawful discrimination through adoption and understanding of the social model of disability,  and full compliance with all relevant legislation concerning disability.

The Council will ensure that people with mobility or sensory impairments are not prevented from playing a full role in the life of the community due to the design of the environment.  The Council recognises the importance of improving access to buildings open to the public, improving access to leisure and community facilities, and of ensuring that pedestrian environments and transport facilities are designed to meet the needs of all members of the community.

The Council will demonstrate to its employees that it is serious about good employment opportunities for disabled people and will make it clear to potential job applicants that the Council puts a priority on making the most of people on the basis of their abilities not their disabilities.

The Council will actively assist (in terms of benefit from its services and employment) disabled people who may be simultaneously discriminated against on grounds such as gender, age, ethnicity, sexual orientation, religion or political belief.

The Council will work within its resource constraints to achieve its commitment to disability equality by the following means :-

*
Introduce Directorate disability action plans and endorse revised action plans, flowing from policy at corporate and Directorate level.  Undertake systematic activity to identify and remove disabling barriers within all Directorates.  Allocate appropriate resources for action plan implementation and monitoring.  All action plans will be subject to review every year.

*
Consult regularly with staff and service users on the contents of the policies and action plans and liaise closely with organisations representing disabled people, to establish needs and satisfactory levels of service and to inform the monitoring and review processes.

*
Provide appropriate information, in accessible formats such as large print, Braille and audio tape to enable disabled service users to have full access to all services.

*
Implement the annual programme of access improvements to Council buildings providing ramps, accessible toilet facilities, automatic doors, lift and equipment to aid communication such as induction loops and minicoms.

*
Provide programmes of training in disability awareness for staff of all levels, because the Council recognises that it is very often the lack of awareness which can cause staff to behave in discriminatory ways. Training programmes may include areas such as :-

· Recruitment, selection and employment policies and practices which promote equality for disabled people

· Awareness of the requirements of the Disabilities Discrimination Act and other relevant legislation

· Awareness of the specific needs of people with mobility impairments, people with sensory impairments (including blind, partially sighted, deaf or hearing impaired), people with learning difficulties and people with mental health problems.

· Awareness of good practice in communicating with disabled people, particularly those with sensory impairments and learning difficulties

· Awareness of the need to produce public information in accessible formates including large print, audio or video tape, Braille, in plain English or appropriate community languages.

· Awareness of the Council’s procedure for dealing with complaints of personal harassment.

	3.6                          The Social Model of Disability


Impairment is the functional limitation within the individual caused by physical mental or sensory impairment.

Disability is the loss or limitation of opportunities to take part in the normal life of the community on an equal level with others due to physical and social barriers.

	3.7                          The Social Model of Disability Explained


The word “disability” is used most commonly to mean prolonged loss of ability due to disease or injury, or failure to develop “normal” abilities at birth or during infancy and childhood.  But to many disabled people, it is the extent of social or economic disadvantage that matters, which is not necessarily a direct result of the function that has been lost or has failed to develop.

If we talk about the absence of a “normal” function, it is helpful to speak of impairment.  Disability is the outcome of the interaction between each person with an impairment and his/her environment - physical, economic, social or cultural - and both sides of that interaction are equally important.  It can usefully be seen in terms of barriers extending the physical fact of barriers like steps, unmanageable doors and inoperable lifts into a metaphor for the disregard and misunderstanding which disabled people regularly encounter throughout their lives.  For example, short sighted people have impairments; with the right spectacles they are not disabled but without them they are.  By analogy, wheelchair users in a well designed building are not disabled, but in a badly designed building they are.  People with impaired communication skills are less disabled if employers are willing and able to employ them to their fullest ability than if employers are not.  The philosophy has become known as the social model of disability and emphasises collective social responsibility.

[The converse of the social model is the medical model of disability which is the traditional perspective focussing on the individual’s medical condition or impairment being the cause of their exclusion from “normal” day to day activities.  It takes no account of architectural barriers, the design of transport systems and social factors which systematically exclude disabled people from mainstream activities in education, work and leisure.]

	SLOGAN FOR EQUAL OPPORTUNITIES POLICY


	The slogan for this Council for all purposes be “THIS COUNCIL IS COMMITTED TO BEING AN EQUAL OPPORTUNITIES EMPLOYER AND SERVICE PROVIDER”.
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