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Foreword

This is Richmondshire District Council’s first corporate Equal Opportunities & Diversity Strategy.  It builds on our existing work in promoting social inclusion, tackling discrimination and implementing equal opportunities generally and our specific duties and responsibilities under the Race Relations (Amendment) Act 2000 and the Disability Discrimination Act 1995.

The Strategy outlines what we intend to achieve in relation to equality and diversity; how it is going to be done; who is responsible for making it happen and by when it will be done.  It needs to be read in conjunction with our Equal Opportunities and Diversity Policy Statement, which describes our vision and commitment to ensuring equality for all.

Our success in implementing the Strategy will be measured by the overall impact we can make on the well-being of people in Richmondshire through outcomes such as: delivering services that are accessible and appropriate to the varied needs of the population we serve; and having a highly skilled workforce and Council that is reflective of all sections of the community.

The Strategy represents a genuine desire and commitment to action, both by our elected Members and our staff.  It is intended that the Strategy will be developed and modified over time to help achieve continuous service improvement and in particular to address the equality aspects of this improvement.  This will be done in consultation with all our stakeholders, including community representatives and organisations and our Local Strategic Partnership.

The first edition of the Strategy will run from 2005 to 2008 but progress will be reviewed annually.

This Strategy presents the Council with a challenging equality and diversity agenda, but if we are successful, it will bring great benefits to the people of Richmondshire.  We hope all of our partners and stakeholders will join us in meeting this challenge.

Chief Executive

Leader of the Council  

Leader of Conservative Party Group

Leader of Richmondshire Association of Independents Group

Leader of Liberal Democrat Party Group

Leader of Richmondshire Independent Group
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GLOSSARY
 








Ageism

Discrimination against people based on assumptions and stereotypes about age

Anti-semitism
Unfounded hostility toward the Jewish faith and people. May be expressed as interference in the religious, social, economic or civil rights of Jewish people

Black and Minority
Term used to describe a diverse range of minority ethnic groups in the UK 

Ethnic (BME) groups 
- groups who may share a common identity by way of culture, values, patterns of behaviour, language, ancestry or history. Groups include people of Mixed Heritage, Asian, Chinese, Black or other ethnicities including Romany Gypsies, Irish/ Scottish Travellers and people from Eastern Europe

Disability
The legal definition for the purposes of the Disability Discrimination Act (DDA) (1995) is ‘physical or mental impairment which has a substantial and long term effect on (an individual’s) ability to undertake normal day to day activities’. However this definition implicitly sees disabled people’s inability to participate fully in society as a result of impairment (the so-called medical model of disability). By contrast the social model of disability views disability as caused not by impairment but instead by the way in which society fails to meet the needs of disabled people.

Discrimination

Treating an individual or group differently and less favourably than others under comparable circumstances. May be based on a person’s race, sexual orientation, ethnic origin, nationality, sex, transgendered status, marital status, religion or impairment (in which case it is currently unlawful) or age. Can include harassment.


Direct discrimination means less favourable treatment on the above grounds



Indirect discrimination means applying a provision, criterion or practice  which is applied equally to everyone but which 

· can be met by a considerably smaller proportion of people from a particular group

· is to the disadvantage of that group

· cannot be justified by the aims and importance of the rule or condition


All three conditions must apply.


Positive discrimination means treating one person more favourably than another on the grounds of for example sex, race, sexual orientation, and is unlawful. 

Positive action on the other hand means taking steps to ensure that traditionally under-represented groups are given encouragement to participate in a service more fully or to apply for job vacancies within an organisation. For example it may be used to promote equal access to opportunities for employment in certain grades or jobs for specific groups up to the point of selection. It does not permit discrimination to take place during the selection process. As such it is permissible for organisations to set targets but unlawful for them to set quotas.  

Diversity

A term used to characterize the uniqueness of individuals and to acknowledge and value individual differences. These may occur as a result of gender, ethnic or national origin, sexual orientation, social background, disability, age, religion, marital status or organisational role.

Hate crime 
Any incident which is perceived by the victim or any other person to be motivated by prejudice due to their actual or perceived racial origin, religion, sexual orientation, gender or impairment

Heterosexism
Discrimination against gay men, lesbians and bisexual people based on assumptions, stereotypes and beliefs regarding the superiority of heterosexuality

Homophobia
An irrational fear and dislike of individuals who identify as gay, lesbian or bisexual (prejudice), which may result in judgmental, discriminatory or aggressive behaviour.  


Islamophobia
Unfounded hostility towards Islam, which may result in unfair discrimination against Muslim individuals or communities, and the exclusion of Muslims from mainstream political and social affairs

Prejudice
An unfavourable feeling or attitude, based on partial/faulty or no knowledge which may result in hostility towards certain individuals or groups

Racism
A prejudice that is founded on the basis of race, nationality or ethnic group, in which races/nationalities/ethnic groups different to one’s own are seen as inferior. Also used to describe discriminatory behaviour on the grounds of race.

 
Institutional racism may be seen as 

 
‘the collective failure of an organization to provide an appropriate and professional service to people because of their colour, culture or ethnic origin. It can be seen or detected in processes, attitudes and behaviour which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which disadvantages minority ethnic people’ (Macpherson Report, 1999)








Sexism

A prejudice based on a person’s gender in which the other gender is seen as inferior. Also may be used to describe discriminatory behaviour on the grounds of gender.

Stereotypes
Generalisations concerning the perceived characteristics of all members of a group. Often made with reference to racial, ethnic, religious groups or directed towards women or members of the gay, lesbian and bisexual community.

Values
A general set of principles that have been developed within a culture and that are seen as having prominence within the culture

Victimisation
Treating an individual less favourably than another because they have brought or supported a complaint of discrimination under the relevant legislation/the Council’s harassment policy. 

1.
Background and Context

1.1
The General Context

Equality of opportunity is essentially about creating a fairer society, where everyone has the opportunity to fulfil their potential, to participate fully in the economic and social life of the community and to have access to the services they need.  It is backed by legislation designed to address unfair discrimination.  Equality of opportunity is often summarised in terms of equal access, equal treatment and equal outcomes.

Diversity is about recognising and valuing difference in their broadest sense.  It is about creating a society that respects and values differences.  There cannot be equality of opportunity if differences are not recognised and valued in this way.  Diversity principles accept that the mixture of people and their cultures and experiences should be harnessed for the benefit of everyone.

In addition to the clear moral case for equality outlined above, there is also a strong business case for investing in equality and diversity.  Research has shown that those organisations that systematically mainstream equality and diversity concepts within their culture, processes, systems and services tend to be highly successful.  Evidence suggests that managing diversity effectively can lead to greater employee creativity, innovation and flexibility.  Some of the key success factors that have enabled organisations to do this are:

· High profile leadership

· Integrating equality and diversity as key corporate policy drivers

· Clearly defined roles, responsibilities and accountability

· Ongoing resources and support, particularly in relation to training and development.

Equality is not a minority issue: it is important for everyone and directly or indirectly affects the whole population.  The population of the UK is ageing and is becoming more ethnically diverse.  More than 50% of the population are women, around 14% have disabilities, and around 7% are from black and ethnic minority groups.  Moreover, we have recently witnessed a major expansion of countries joining the European Union, which gives citizens of the new member states the right to live and work in the UK.  This will further diversify the religious, cultural and ethnic mix.  It is part of the vision for a cohesive Europe that all its people are treated with equal respect and worth.

We have an important role to play in helping to achieve equality in  our community.  We are a large employer and provide many of the vital services that people need such as housing and environmental services.  The Council also has an important community leadership role as a democratically elected body.  We are required to work in partnership with other public bodies and with the private, voluntary and community sectors to develop sustainable community strategies for our area with the aim of improving social, economic and environmental well-being. Our Community Strategy is being developed through our Local Strategic Partnership, comprising representatives of all of these partners.

Currently, the major national drivers for improving the Council’s response to equality and diversity are:

a)
The legislative framework for equalities, including race, gender and disability

b)
The Government’s modernising agenda which requires the mainstreaming of equality issues into every aspect of service delivery and employment

c) The recommendations of the Stephen Lawrence Inquiry, and the statutory obligations under the Race Relations (Amendment) Act 2000, including the requirement to produce a Race Equality Scheme

d) Statutory obligations under the Disability Discrimination Act 1995 

e)
The generic Equality Standard for Local Government, which requires local authorities to measure their progress in implementing all equality and diversity issues

f)
The various audit and inspection requirements through which the Council must demonstrate progress and continuous improvement.

1.2
The Richmondshire Position

Population Profile

Richmondshire has a population of approximately 49,900. The 2001 census indicates a number of population trends that impact on equality and diversity.  The following tables and charts give a flavour of these trends.

Table 1 Ethnic Origin of Richmondshire’s Population



White British 
Irish
Other White
Black & Minority Ethnic

Richmondshire
47009
45475
245
466
823


%
96.74
0.52
0.99
1.75

England
49138831
42747136
624115
1308110
4459470


%
86.99
1.27
2.66
9.08

Chart 1. Ethnic Origin of Richmondshire’s Population
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98.1% of the district’s population belong to a white ethnic group. 1.8% belong to other ethnic groups.  These include: Asian, Asian British, Indian, Other Asian, Black or Black British, Caribbean, Chinese or Ethnic Group (these are Census definitions).

Table 2. Richmondshire Population with Long Term Limiting Illness



People with limiting long-term illness



All People
Total
No of People
% Richmondshire
% England & Wales

16 to 34
12606
666
5.3%
6.91%

35 to 49
9518
936
9.8%
12.87%

50 to Pensionable Age
7309
1482
20.3%
25.7%

Pensionable Age to 74
5124
1726
33.7%
39.5%

Chart 2.  Richmondshire Population with Long Term Limiting Illness     
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The number of residents with a long-term illness is a proxy for disability.  The percentage of our population with a long term limiting illness is below the national average.
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Chart 3. Comparison of Richmondshire’s Population by Age 1991 & 2001

The age profile of Richmondshire’s population is broadly in line with the national profile.

Chart 4 Female/Male Gender Split 2001
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Richmondshire has an above average percentage of males in its population (due to the presence of the Garrison).

The majority of Richmondshire’s population is Christian (82%), but 0.3% are Buddist, 0.70% are Hindu, 0.1% are Jewish and 10.4% have no religion.

How the Council Operates

For many years, the Council has committed itself to a policy of equality of opportunity and has implemented a number of initiatives in support of this.  The Council acknowledges that the equality and diversity agenda is continuously developing and there is always scope for improvement.

Richmondshire is served by a Council of elected Members, supported by a management team and staff. The overall policy framework and key strategies (including this Strategy) are approved by the full Council.

There are 34 elected Members, currently formed into political groups as follows:  Conservative (11), Richmondshire Association of Independent Councillors (9), Liberal Democrats and Associates (8) and Richmondshire Independent Group (5).  There is also 1 SDP Member.  Links between Members and the 24 wards are very well established and there are healthy and productive relationships with parish councils.  There are currently 101 Parishes, 53 Parish Councils and 30 Parish Meetings.

From May 2002 the Council has operated a modernised committee structure based on 3 policy and 2 scrutiny committees which meet on a six weekly cycle in the evenings.  There is extensive delegation to officers, with the Council and policy committees concentrating on strategic and key decisions
[image: image5.emf]Gender split Census 2001
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Our Management Structure

The Council’s services are currently delivered by a Management Team and 330 staff. A diagram of the current structure is set out here:
[image: image6.wmf]People with Limiting Long-term Illness

0%

5%

10%

15%

20%

25%

30%

35%

40%

45%

16 to 34

25 to 49

50 to

Pensionable

Age

Pensionable

Age to 74

Age Group

% Richmondshire

% England & Wales




Staffing Profile

The current  (as at 12/04) of staffing profile of the Council is as follows:

UNIT:  WHOLE COUNCIL
YEAR : 2004 

Number of Employees
Male
Female
Total





135
202
337




Ethnic Origin
White British
Black British
Mixed
Asian
Chinese or other
Unspecified


300 (2 other)

2 European




37

Disability
No Disability
Unspecified





14
269
54





Age of Employees
Under 20
20-29
30-39
40-49
50-59
Over 60


8
38
82
99
78
31

Average Age of Employees
Male
Female
Total





45.49
42.13
43.38




31.35% of the Council’s senior managers are women. 0% of the Council’s senior managers are black. 3.85% of the Council’s workforce declare themselves to be disabled.

Vision and Values 
The Council has a clear vision, developed with its Local Strategic Partners, for the district:

“Richmondshire will be a place where people want to live, work and visit; where people enjoy a high quality of life and environment; feel safe, healthy and prosperous and have the opportunity to reach their full potential.”

This vision is underpinned by our values of

· Partnership
We are committed to working in partnership to improve the quality of life for all those who live, work and visit Richmondshire.  We will add value by changing the way we plan and deliver services to make the best use of our collective resources.  We will take a co-ordinated and fresh approach to service planning and delivery, effecting real change in ways that do not prejudice opportunities or potential in the future.

· Involvement
We will be open, inclusive and accountable.  We will work to improve the ways we consult and communicate.  We will look to develop new ways of encouraging individuals and groups to become involved in shaping the decisions that affect them.

· Protection
Equal Opportunities – ensuring that there is no discrimination against individuals or groups on the ground of disability, race, age, gender, marital status, sexual orientation, social and economic status, religion or political beliefs.

Sustainability – ensuring that by working to meet the needs of today, the actions that we take do not compromise the ability of future generations to meet their own needs.

Equal Opportunities and Diversity Policy Statement

The Council’s Equal Opportunities and Diversity Policy Statement sets out in more detail the Council’s commitment.

“We are actively committed to ensuring that there is no discrimination, injustice or inequality against individuals or groups on the ground of disability, race, ethnic or national origin, age, gender, marital status, sexual orientation, social and economic status, religion or political beliefs.

To achieve this we:

· accept that everyone has a right to their distinctive and different identities

· will respect everyone’s human rights

· understand how valuing diversity can improve our ability to deliver better services, so reduce disadvantage and promote inclusion

· will provide services that are accessible and responsive to the diverse needs of different individuals and communities

· will consult and seek the views of our residents and service users on the quality and relevance of our services and keep them informed of outcomes and progress

· will monitor and review our policies, procedures and practices to ensure that they are not discriminatory

· will ensure we deliver fair and equal recruitment policies and procedures and aim to have a workforce and Councillors generally reflecting the population we serve

· will provide all staff and Councillors with the training and development to enable them to achieve the Council’s goals and reach their full potential 

· will promote work/life balance

· regularly consult our staff and Councillors and listen to what they have to say

· will ensure every Councillor and employee knows and understands our equality and diversity policy and practices and their individual responsibilities

· will use our influence to encourage residents and partner organisations to promote equality and diversity across the district

· will regularly publish our performance against these aims”.

This Strategy sets out the ways the Council will strive to deliver these aims.

2.
The Corporate Equality Strategy

2.1
Mainstreaming Equality and Diversity

The term “mainstreaming” when applied to the principles of equality and diversity means that the Council will make this an integral part of everything it does, right through from the planning and development of strategies and policies, to the actual delivery of services to people on the ground.  The way in which the Council will achieve mainstreaming is by building equality and diversity into the performance management process described below.

The Council Plan sets out medium term objectives and annual priorities for the organisation.  These are based on the ambitions and outcomes of the Council’s six corporate themes and the underlying values described in Section 1.2.  One of our values is to ensure equality of opportunity for all.

The contents of this Strategy will be reflected in the Council Plan, and the key priorities will be addressed through our theme business plans.  Each Unit is also required to produce an annual Service Plan.  These will be the key mechanisms for linking corporate equality and diversity priorities with service delivery activity. The Action Plan attached at Appendix 1 sets out in more detail what the Council will do to implement this Strategy and how it fits within the overall planning and performance management process.

Under Best Value, the Council measures and publishes indicators of its performance on equality issues within specific areas of its services.

2.2
Responsibility for Making this Strategy Work

The effective delivery of equality and diversity is everybody’s business, but specific responsibility rests with elected Members, Management Team and line managers.

Elected Members will:

· Nominate Member Champions to create a focus and drive improvement in the areas of disability, older people and younger people

· Provide leadership; an effective scrutiny role; and promote equalities both internally and externally

· Ensure that adequate resources are available to discharge the Council’s  responsibilities and achieve our aims in terms of supporting equality of opportunity

· Provide direction and endorse the Council’s equal opportunities and diversity strategy, policy and practice

· Model the standards of behaviour and conduct they expect from their managers, staff and partners.

· Undertake appropriate training and development.

Management Team will:

· Model the standards of behaviour and conduct they expect from their managers, staff and partners

· Provide direction and endorse the Council’s equalities strategy, policy and practice

· Identify the key outcomes, monitor and report performance in relation to the Council’s equalities strategy, policy and practice 

· Oversee and audit the programme of impact assessments in Units

· Encourage the integration of equalities into all aspects of the Units’ work

· Actively promote equalities issues and action within Units.

Managers will:

· Demonstrate commitment to equality by promoting it within their everyday roles – for themselves and for their staff

· Identify appropriate training needs and provide training opportunities

· Monitor the effectiveness of equalities policies and programmes in their service

· Develop and implement a programme of impact assessments to cover the range of functions provided by the service

· Provide  appropriate information, instruction and supervision to ensure that service provision meets the expectation of the equalities policies and programmes.

All staff will:

· Demonstrate commitment to equalities in the performance of their duties and in their professional relationships with service users and colleagues

· Understand their role in the  development and implementation of equalities policies and strategies

· Undertake appropriate training on equalities to meet their duties

· Promote awareness of services available for those with diverse needs.

Partners, Contractors and Other Organisations will:

· Adhere to the principles set out in the Equal Opportunities and Diversity Policy Statement, when providing services on behalf of the Council

· Be expected to monitor and provide data to the Council in support of our             local and national performance indicators where appropriate.  

Further details about contract compliance and equality will in due course be found in the Council’s Procurement Code of Practice. 

The Council is responsible for ensuring that its policies and decisions reflect the principles contained within its Race Equality Scheme and this Strategy. The Overview and Scrutiny Committees should monitor and check that the principles are being applied whenever they scrutinise any aspect of a service.

In order to discharge this responsibility, the Council has established an Equality and Diversity Steering Group. This Group will lead on the development of the Equality and Diversity Strategy and report to Council. The Group has the following remit:

· To provide a forum for discussion and exploration of Equalities and Diversity issues as they affect employees, Councillors, and service users, using the Local Government Equality Standard as a guide

· To provide a clear focus to drive forward the Equalities and Diversity agenda within the Council 

· To identify improvements which need to be made to current procedures and practices in order to meet the various levels of the Standard 

· To recommend that adequate resources are allocated to the promotion of     Equalities and Diversity in order to achieve the Council’s objectives 

· To develop, monitor, evaluate and review the Equality Strategy, Action Plan  and Race Equality Scheme

· To raise awareness and improve understanding of Equalities and Diversity issues across the Council 

·  To guide the Council towards compliance with relevant legislation. 

2.3
Delivering Equality & Diversity Within the Council

The two main policy and planning tools that will help the Council deliver equality of opportunity in employment and service delivery are the Race Equality Scheme (RES) and the Local Government Equality Standard.  We intend to embrace both of these tools in the development of a single Equalities Scheme.

The Race Equality Scheme (RES)

The Race Relations (Amendment) Act 2000 requires local authorities to prepare and publish a RES.

The existing RES was produced in 2002. It summarises the Council’s approach to race equality. It is intended to help the Council evaluate its general duty to promote race equality at a corporate level. It also assists the Council in considering the effects of all its activities and operations in terms of race equality, and to make the necessary changes to deliver its services effectively.

The RES must show how the Council is meeting its duty in eliminating unlawful racial discrimination and promote race equality. It must also set out an action plan for improvement and change, together with clear targets to measure progress and details of the desired outcomes. This will be revised annually after consultation with black and minority ethnic and other communities.

The Council’s effectiveness in promoting race equality will be recognised by the fact that it:

· Monitors its workforce, and makes sure that people from ethnic minorities are treated fairly

· Assesses how its policies and programmes could affect ethnic minorities, and deals with any possible adverse impact

· Monitors the way in which its policies and programmes are put into practice, to make sure that they meet the needs of people from ethnic minorities

· Has a publicly stated policy on race equality.

The Council’s progress will be scrutinised by elected Members who serve on the Resources Overview & Scrutiny Committee, and through an annual report presented to Council.

Further information about the Council’s Race Equality Scheme can be found on the Council’s website. This Strategy now incorporates the Council’s Race Equality Scheme.

The Equality Standard for Local Government

The Equality Standard was developed by the Employers’ Organisation for Local Government, the Commission for Racial Equality, the Equal Opportunities Commission, the Disability Rights Commission and the Audit Commission. It is a tool designed to help Councils assess the progress they are making in relation to their commitment to equality and diversity.  See Appendix 2 for more details.

The Council adopted the Equality Standard in 2004. Unlike the RES, the Equality Standard is not a statutory requirement, but it is similar in the way that it is designed. However, the Audit Commission has set a statutory Best Value performance indicator which requires the Council to publish its performance against the Standard. This Strategy and Action Plan is part of the Council’s approach to implementing the Equality Standard.

The Equality Standard complements the RES and extends equality issues to include gender and disability in particular. The Equality Standard provides a five level generic framework which will be used to address the Council’s legal and management performance obligations under key pieces of equality legislation. 

The five levels are:

Level 1 – commitment to a comprehensive equality policy

Level 2 – assessment and consultation 

Level 3 – setting equality objectives and targets 

Level 4 – information systems and monitoring against targets 

Level 5 – achieving and reviewing outcomes.

The Council has committed to achieving Level 2 of the Equality Standard by March 2006, at which time the next steps will be reviewed. By progressing through the Equality Standard, the Council will be able to provide evidence to demonstrate improvements have been made in relation to access to services and that it has a fair employment policy in place. Progression will be achieved by undertaking a corporate self-assessment against each level of the Standard, and ultimately, this process could be subject to external validation.

Equality Impact Assessments

Equality Impact Assessment (Impact Assessments) is the process by which a Council determines whether there are any discriminatory effects or outcomes or any unmet needs in its services and employment practices.

The Council will carry out a rolling programme of Impact Assessments for all its services to collect data to determine whether its services are accessed equally by all who require them, and whether, in the light of the information available, they need to be modified or reviewed.

Where gaps or imbalances are found, action plans will be developed by services to rectify any discriminatory outcomes or unmet need. The Council will publish a summary of the results of the Impact Assessments, together with their action plans, on a regular basis.

Training, advice and guidance notes will be provided for all relevant managers on how to conduct effective Impact Assessments. However, the breadth and depth of impact assessments will differ according to the relevance of each service to the promotion of equality. Service managers will be responsible for checking that appropriate assessments have taken place, and that the resulting action plans are properly implemented.

The Council considers Impact Assessments to be at the core of this Strategy. They will not be a “one off” response to the Equality Standard, but a continuing part of the Council’s work. Ultimately, all Best Value reviews will include an Impact assessment.

Please see Appendix 2 to view the Council’s rolling programme of Impact Assessments for 2005-2008. 

The Action Plan 

The Action Plan at Appendix 1 shows in more detail how the Council will implement this Strategy, including the actions that are needed to achieve Levels 1 and 2 of the Equality Standard.  

2.4
Consulting and Communicating with the Public, Partners and Our Staff

Through effective consultation and communications, we aim to demonstrate that experience and views of all members of the community will be taken into account in developing and implementing the strategy and other policies and procedures.
The Council has a Consultation and Communications Strategy, approved in April 2004. It strives to involve and consult all sectors of the community on a wide range of policies, plans, budgets and proposals. There are many ways in which consultations are undertaken, including: our residents’ panel: focus groups: public meetings; Parish Forums; seminars; surveys and the Council’s website. The Council aims to make information and consultation processes accessible by offering translation and interpretation services for those who need them from January  2005.

The Council is involved in a wide range of partnerships with different organisations, including the Local Strategic Partnership. A joint LSP consultation task group has been set up to undertake shared consultation activity and to share results.

The Council will develop a consultation database, which is a key tool for co-ordinating consultation activities. It will also increase awareness, minimise duplication and promote joint consultation where appropriate and practical. The database will be accessible both within the Council and to our partner organisations. It will include details of previous, current and planned consultations as well as a calendar of consultation meetings and forums.

The Council also consults with the specific community groups described below:

Young People

Older People

Disabled People.

In addition, the Council will endeavour to identify and make contact with those individuals or groups who may feel excluded (including minority ethnic communities, disability action groups and others), to ensure that all have an opportunity to participate in the consultation process.

The Council will continue to consult and communicate with staff on equality and diversity issues through the Joint Consultative Forum, through our annual staff survey and through team briefings, the Chief Executive’s key messages of the week  and our managers’ conferences.

If you would like further details about the Consultation and Communication Strategy please see Appendix 4 for the contact details.

2.5
Monitoring Performance

(a)
Monitoring the Corporate Equality and Diversity Strategy

As part of the Impact Assessment process the Council will assess the extent of monitoring within each of its relevant functions and policies and identify the scope for  improvement.  It is essential that the Council is able to assess not only whether the actions set out in this Equality and Diversity Strategy are being properly implemented, but also whether these actions are improving access to, and the quality of services to different groups of people.

As part of the corporate planning process, the Council will establish targets and performance indicators relating to the general duty to promote race equality, as well as gender and disability. These will be developed and integrated into theme business plans and service plans. A number of equality performance measures (see section 2.6 below) will be used as part of Best Value reviews, external inspections and auditing processes.

Information on the overall progress that the Council is making with the Equality and Diversity Strategy will be collected regularly and published in an annual progress report at the end of each year.

(b)
Monitoring Council Workplace For Complaints, And Incidents Of Victimisation/Harassment

The Council is confident that the services it provides are of a high quality, but it recognises that like many organisations, things can go wrong. The Council welcomes complaints as well as compliments and comments, as it knows that complaints offer an opportunity to identify areas for improvement and can help enhance service provision. Any complaint will be treated in the strictest confidence.

During the life of this Strategy, the Council will review its Complaints Procedure to ensure that complaints involving any form of victimisation, harassment, discriminatory behaviour are thoroughly investigated. Service users and members of the community are actively encouraged to report any such concerns.

To request a copy of the Council’s Complaints Procedure, please see Appendix 8. 

For staff no form of discrimination, harassment or victimisation will be tolerated in the workplace. Should any member of staff experience a racist incident at work, or any act of victimisation or harassment due to their race, gender, disability, sexual orientation or religion/belief, this should be reported through the Council’s Bullying and Harassment Procedure (currently under development).

The Council’s Personnel Services team will review internal policies and procedures to ensure a consistent, robust approach to dealing with racist incidents should they occur, and any other form of victimisation and harassment within the Council. 
(c)
Identifying And Recording Racist Incidents Within The Community

The Council is committed to ensuring that the recommendations from the report of the Stephen Lawrence Inquiry (1999) and the guidelines contained within the Home Office Code of Practice on reporting and recording racist incidents are fully implemented across the district.  Procedures are now in place, incidents are monitored by the Community Safety Team and reported to Council quarterly. 

(d)
Monitoring The Workforce For Equality Of Opportunity

The Council is committed to equal opportunities and by constantly improving its monitoring systems will be able to demonstrate that its workforce reflects the community it serves. As one of the largest employers in the district, it is vital that the Council fulfils its responsibilities and sets a good example to other employers.

The Council has a specific duty under the Race Relations (Amendment) Act 2000 to monitor its workforce in a variety of ways. An Equal Opportunities monitoring form is included in recruitment packs so that this data can be collected for analysis.

The Council has a personnel computer system to enable the reporting of workforce data, to include a breakdown of the staff profile in terms of race, gender, disability and age. This will ensure that the data is entered in a consistent format, giving reliable and up-to-date management information which can be compared year on year for trends, and assist with realistic target setting. 

During 2005/06, the Council will develop workforce equality targets using the Equality Standard criteria for employment and training as the benchmark, and Best Value Performance Indicators as the mechanism for focusing organisational attention on equality in employment and service provision.

2.6
Measuring Performance

Below is a selection of the many performance indicators against which the Council set targets and measures its achievements. Most of these are national performance indicators, known as “Best Value Performance Indicators” (BVPI’s). Each has its own reference number. These performance indicators will be used to track whether the Council is making progress in achieving equality and diversity in Richmondshire.

Key General Equalities Performance Measures:

· The percentage of citizens satisfied with the level of overall service provided by the Council (by ethnicity, gender and disability) – BVPI 3

· The percentage of those making complaints who are satisfied with the handling of those complaints (by ethnicity, gender and disability) – BVPI 4

· The level of the Equality Standard for Local Government to which the Council conforms – BVPI 2a

Key Race Equality Performance Measures

· The duty to promote race equality – BVPI 2b

· The number of racist incidents recorded by the Council per 100,000 population (including schools and employment) – BVPI 174

· The number of racist incidents that result in further action – BVPI 175

· The percentage of Council employees from ethnic minority communities compared with the percentage of the same economically active population in the County – BVPI 17

· The percentage of the top 5% of earners in the Council that are from black and ethnic minority communities – BVPI 11b

Key Gender Equality Performance Measures 

· The number of domestic violence refuge places per 10,000 population which are provided or supported by the Council – BVPI 176

· The percentage of the top 5% of earners in the Council that are women – BVPI 11a

Key Disability Equality Performance Measures

· The percentage of Council buildings open to the public in which all public areas are suitable for and accessible to disabled people – BVPI 156

· The percentage of Council employees declaring that they meet the Disability Discrimination Act disability definition compared with the percentage of economically active disabled people in the County BVPI 16

The following local Performance Indicators will be measured through the Council’s annual Public Satisfaction Survey and/or Best Value Surveys undertaken for service areas:

· The percentage of transactions by access channel by:
· Age

· Gender

· Ethnic Group

· Disability

· Locality

· The percentage of customers satisfied with the level of overall service by the service are (by ethnicity, gender and disability)
· The percentage of service users in relation to the minority group
· The percentage of customers from minority groups satisfied with information received from the service.
In addition, each Unit will be required to develop a series of equality related indicators specific to their service area and measure and report progress and performance against them.

The list of performance indicators will be added to over time as improvements are made to the equality monitoring of the Council’s major services, and on the basis of future guidance issued by the Audit Commission.

The Council will publish the specific outcomes against equality related performance indicators in the annual Best Value Performance Plan. These results will form the basis of consultation and feedback on how the Council is doing and how it might improve its monitoring and results.

2.7
Publishing the Results of Equality Impact Assessments, Consultation and Monitoring

The Council intends to use a variety of ways of letting the public and its employees know what progress is being made.

The Council wants people to understand the reasons for its decisions and what improvements have been made to ensure the integration of equality and diversity into policy and practice. The Council also wants to provide people with information that helps them to question the quality of these decisions and to raise issues that need to be addressed in the future. The methods of communication will include:

· The Best Value Performance Plan

· The Council Plan

· Team briefings 

· Employee and service user newsletters

· The Council’s community newspaper – The Curlew

· The Council’s website

2.8
Public Access To Services And Information 

The Council recognises there is a risk that some sections of the public do not currently enjoy equality of opportunity in accessing Council information. For example, people with learning difficulties and people with visual impairments may have difficulties with printed information. People whose first language is not English may have difficulties with information that is only provided in English.

The Council is committed to providing, where possible, equal access to our services and to the information that it provides. There is an Access to Services and Information section contained within the Action Plan (see Appendix 1). Additionally, the Council has a Customer Access Strategy as part of its Access to Services Programme.

The Council will: 

· Ensure that its publications and press statements are accessible to all communities. 
· Provide information in accessible formats, including large print, audio tapes, braille and in different languages where appropriate.

· Provide interpreting and translating services through “Language Line” and will continue to review its approach to the provision of translation, interpreting and language services. 

· Continue to make improvements to its website and enhance other access channels.

Impact Assessments will highlight where improvements can be made to facilitate equal access to information and services. This information will be used to inform the development of the Customer Access Strategy to meet service user expectations.

2.9
Training and Development

In order to support this Equality and Diversity Strategy, all staff and Members need appropriate training in equality and diversity issues. The Council will commission and provide such training for employees and elected Members to ensure that they have the necessary skills and knowledge to undertake their responsibilities and to be able to deliver high quality services that do not discriminate unfairly.

Currently, a half day training programme for staff is planned which primarily (but not exclusively) focuses upon informing employees about their duties under the race relations, sex discrimination and disability discrimination legislation.

This training will need strengthening. As part of the Council’s determination to mainstream equality into all functions and policies, the Council’s Human Resources and Training and Development strategies will be reviewed to consider the following:

· Resourcing the ongoing need for equality awareness and customer care training for staff and members – the Equality Standard particularly focuses on the requirement for race, gender and disability awareness training

· Resourcing training in the development and use of monitoring systems (see below)

· Equipping Complaints Officers to handle the monitoring and investigation of complaints that may be of a discriminatory nature

· Building into the management competency framework the necessary skills and behaviours to enable managers to engage confidently with equality and diversity issues

· Reviewing the staff appraisal process to build in assessment of employee competence in equality and diversity issues

· Revising the corporate induction programmes to ensure that staff are aware of the Equality Standard and the Race Equality Scheme and their individual responsibility under this Strategy

· Ensuring that training programmes can be delivered flexibly to meet the needs of staff working part time and variable shift patterns

· Ensuring that every job description and person specification reflect individual roles and responsibilities with regard to equality and diversity

Progression to Levels 3 & 4 of the Equality Standard requires that the Council has in place robust information and monitoring systems. Therefore, training in respect of such monitoring systems will need to cover a range of issues such as: types of monitoring; systems of data collection; maximising response; data protection; benchmarking; target setting and analysis; interpretation and use of monitoring data. Managers will need to ensure that employees operating the systems are trained in relation to their new responsibilities.

During the three-year life of this Equality and Diversity Strategy, the Council will conduct an equality impact assessment of training and development programmes provided for employees.
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Action 
Target/Outcomes  
Lead  
Timescale 
Review Milestones 
Resources 
Comment/

Progress at Jan 05 

Key Area 1 Leadership and Corporate Commitment  







1.1 Achieve Level 2 of Equality Standard by March 2006 
Corporate commitment to Equality and Diversity, striving to ensure residents and staff needs are met and they are treated fairly 
Council, Member Champions, Equality and Diversity (E&D) Steering Group 
March 2006
Sept 2005 
£15K capital 

(£5K revenue for 2005/6)
Resources Committee April 2004 committed to this 

1.2 Establish Corporate Steering Group, including Member Champions,   responsible for overseeing implementation of Equality Standard  
Corporate commitment to Equality and Diversity, striving to ensure residents and staff needs are met and they are treated fairly
Council, Member Champions
Group set up April 2004 
Annual Review of progress April 2005
Staff time 
Group meet regularly                                                                

1.3 Review Council’s Equal Opportunities Statement to ensure inclusive approach 
A Council policy statement covering disability, gender, age, faith, sexual orientation etc as well as race 
Equality and Diversity Steering Group  
Adopt new policy statement Dec 2004  
Annual Review March
Staff time 
Statement updated and has been consulted on

1.4 Agree rolling programme of self –assessments and then commence self- assessment process against Level 1 and 2 
All services are assessed by 2008 to ensure services are being delivered in a fair way, meeting the needs of all residents
MT with input for Equality & Diversity Steering Group
Programme to be agreed Feb 2005
Review March each year
Staff time
MT will need to agree programme 

1.5 Engage with partnerships to share and promote equality and diversity  
Our Partnerships ‘own’ our value of equal opportunities and diversity and include it in their own work
Policy Officer & Community Safety Co-ordinator
March 2005
Review March each year
Staff time
LSP Steering Group, Community Safety Partnership to be asked to confirm commitment to equality & diversity.  LSP Steering Group has already committed.

1.6 Training and development needs of elected Members, managers and staff identified 
Elected Members and staff to receive equalities and diversity awareness training so that all residents are treated fairly and their needs are met
E&D Steering Group 
March 2005
Review March each year
Member T&D budget and Corporate T & D Budget
Training for MT, Members and some staff delivered by March 2005.  All staff to receive training by April 2005.

1.7 Integrate equalities and diversity into business and service plans 
Our services are accessible and meeting the needs of all residents
Unit Managers 
March 2005
Review March each year
Staff time
Business and Service Plans for 2005-10 currently being drafted.

1.8 Communicate equalities and diversity issues to staff:

· Managers’ conference 

· Staff newsletter

·  Key Messages etc
All staff know the Council’s commitment know the relevant policies and procedures
MT and E&D Steering Group Consultation Officer
March 2005
Review March ear year
Staff time plus costs
Diversity was the subject of the Managers’ Conference in Sept 2004

1.9 Ensure all corporate policies and procedures are compliant with the 3 Equality Commissions’ Statutory Codes of Practice 
Annual Update to Council
Head of Personnel Services
March 2005 
Review March each year
Staff time
This has been done informally.  Now needs to be done formally

1.10 Review and report annually on implementation of the RES and the CEP  
Annual update to Council
MT and E&D Steering Group
March 2005
Review March each year
Staff time
Report to April 04 Council Meeting.

1.11 Ensure procurement and contracting function is compliant with CRE Code of practice 
Ensuring Council procures its goods and services in a fair and equitable way
Financial Unit/Corporate Unit Manager
To be advised by FUM
March 2005
Staff time
No progress to date

1.12 Ensure robust equality monitoring systems in place for all BVPIs 
Enable the Council to effectively monitor and manage service delivery and take-up and that its workforce is reflective of the community 
E & D Steering Group
March 2005
March each year
Staff time, plus performance management system
This to be included in new  IT based Performance Management System and will be included in CRM

1.13 Put in place bullying and harassment procedure, including for sexual orientation, religion or belief 
Staff feel confident that bullying and harassment will be dealt with consistently and effectively
Head of Personnel Services
March 2005 
Draft Dec 2004 
Staff time 
Procedure to be approved by February 2005 Resources Committee

Key Area 2 Consultation and Community Development and Scrutiny  







2.1 Undertake consultation on the revised Equal Opportunities and Diversity Policy Statement and then adopt 
Residents and other stakeholders know that Council is committed to delivering services fairly and improving accessibility
E&D Steering Group
Dec 2004

Achieved 
Annual review each March
Staff time
Consultation has taken place with staff, TUS, Members, Parish Councils and Partners

2.2 Undertake consultation on the Corporate Equality and Diversity Strategy and Action Plan  
Ensuring that the views of residents and other stakeholders are incorporated, particularly about priority improvements
E&D Steering Group
March 2005
Annual review each March
Staff time
Consultation is commencing

2.3 Implement the Communication and Consultation Strategy to ensure consistency and communicating effectiveness with all residents and users
All residents to feel we communicate with them.  They receive feedback and they see improvements as a result
Information & Communications Unit Manager
March 2006
Annual review each March
Staff time plus Communications budget


Key  Area 3 Service delivery and customer care  







3.1 Equality and Diversity objectives integrated into service planning  
All services demonstrating how they are delivering services to meet all needs
Unit Managers
March 2005
Review March each year
Staff time
Already included in business/service planning guidance

3.2 Carry out Equality Impact Assessments for all services in accordance with agreed programme  
Services have systematically assessed impact and are putting in place priority improvements
E&D Steering Group and as set out in programme
March 2005
Review March each year
Staff time
Draft programme prepared for agreement by Management Team

3.3 Implement the Council’s Customer Access Strategy to ensure 
Customers are able to access services when, where and how they want to
Information & Communications Unit Manager/ASP Project Manager
March 2006
Review March each year
ASP Programme costs
CRM & Website currently being procured

3.4 Ensure all Council information and publicity is made available on request in a range of appropriate formats and languages as required  
All residents and users are able to access our services
Head of Information & Administration
March 2005
Review March each year
Staff time plus costs
Dependent on Corporate priority bid for 2005/6

3.5 Ensure that the Council’s Complaints Policy and Procedure is available in a range of appropriate formats and languages as required  
All residents and users are able to complain in a way which is appropriate for them
Corporate Unit Manager
March 2005
Review March each year
Staff time plus costs
Children’s complaints leaflet already in place.

3.6 Install a minicom/text phone to enable hearing impaired residents to access our services 
Hearing impaired residents are able to access our services
Head of Community Officer
Opening of Richmond Community Office
Review March each year
Staff time plus costs
Included in ASP Programme

3.6 Implement a programme of access improvements for disabled people to Council facilities, services and premises 
Physically disabled people are able to access our services and facilities
Head of Building Control/Head of Community Officers
Opening of Richmond Community Office
Review March each year
Staff time plus costs
This is a requirement of the DDA.  Improvements required for public toilets identified

3.7 Produce corporate guidance and checklist on accessible venues and events  
Events are only held if premises are accessible to all
Communications Officer
March 2005
Review March each year
Staff time
This is currently known informally.  There is a lack of accessible premises in the district

Key Area 4 Employment and Training 







4.1 Identify and implement the equalities and diversity training and development needs of all staff   
All staff have the opportunity to improve their knowledge/skills in equality and diversity
Head of Improvement Head of Personnel Services
March 2005
Review March each year
T & D Budget
Include in Training Development Plan for 2005/6.  Some training already delivered in 2004/05

4.2 Take action to tackle under-representation of all groups, but with priority for women/BME/disabled employees at seminar levels
The Council’s workforce is reflective of the community
E&D Steering Group/Unit Managers
March 2005
Review March each year
Staff time
E&D Group to set targets for improvement to be included in Council Plan 2005

4.3 Review Staff Appraisal Scheme to ensure equality and diversity objectives and targets are included
All staff are set targets for improving service delivery to all residents and users
Head of Personnel Services
Sept 2005
Dec 2005
Staff time
To be carried out as part of overall review of the Appraisal Scheme

4.4 Ensure Management Competency Framework includes equality and diversity as a key management competency

Head of Improvement
March 2005

Achieved
Review March each year
Staff time
NY overarching management competency framework developed as part of NY Leadership Development Programme

Appendix 2

The Equality Standard for Local Government:

A Summary

Level 1: Commitment to a comprehensive equality policy

To achieve level 1, an authority must have adopted a comprehensive equality policy that commits it to achieving equality in race, gender and disability through:

· Improving equality practice at both corporate and departmental level

· Earmarking specific resources for improving equality practice

· Equality action planning and equality target setting within all departments and service areas

· Systematic consultation

· A fair employment and equal pay policy

· Progress monitoring

· Audit and scrutiny.

Level 2: Assessment and consultation

To achieve level 2 of the Standard an authority will need to demonstrate:

· That is has engaged in an impact and needs/requirements assessment

· That is has engaged in consultation with designated community, staff and stakeholder groups

· That is has engaged in the development of information and monitoring systems

· That is has engaged in an equality action planning process for employment, pay and service delivery

· That it is developing a system of self-assessment, scrutiny and audit.

Level 3: Setting equality objectives and targets
To achieve level 3 of the Standard an authority will have to demonstrate:

· that it has completed a full and systematic consultation process with designated community, staff and stakeholder groups;

· that it has set equality objectives for employment, pay and service delivery based on impact and needs/requirements assessment and consultation;

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

· that it is developing information and monitoring systems that allow it to assess progress in achieving targets;

· that action on achieving targets has started.  

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 assess progress in achieving targets;

· it is measuring progress against targets and effectively using its information and monitoring systems;

· monitoring reports are being produced at specified intervals and circulated to designated consultation and scrutiny groups;

· monitoring systems are providing useful information about progress towards specific targets.

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 regard to race, gender and disability. It will need to show that:

· it has achieved significant progress towards the targets that it set at level 3;

· it has reviewed and revised targets, monitoring and consultation systems with designated community, staff and stakeholder groups;

· it has initiated a new round of action planning and target setting;

· through its achievements it can be seen as an example of good practice for other local authorities and agencies.

Appendix 3 

RICHMONDSHIRE DISTRICT COUNCIL –PROGRAMME OF EQUALITY IMPACT ASSESSMENTS 2005-2008


· Service assessments are to be conducted by the Head of Service, supported by a member of the E & D working group. 

· An Audit of each service assessment is to be undertaken by the Member Champion for Disabled /Older People/Young People and a Manager from outside the service area.

Service
Priority Rating
Date of Initial Assessment
Assessment carried out by
Date of full assessment
Audit to be carried out by
Date of audit
Date of completion
Comments

Executive Core


Overall responsibility Head of Improvement/Head of Personnel 






Policy & Best Value
H
30.06.06
Head of Improvement
31.10.06
Member Champions

Plus
31.01.07
31.03.07


Community Safety
H
30.09.05
Community Safety 

Co-ordinator
31.10.05
Member Champions

Plus
31.01.06
31.03.06


Planning Policy – Richmondshire Local Plan/Local Development Framework
H
30.09.05
Principal Policy Officer
31.10.05
Member Champions

Plus
31.01.06
31.03.06


Community Planning
H
30.09.05
Policy Officer
31.10.05
Member Champions

Plus
31.01.06
31.03.06


Sustainable Development 
H
30.06.06
Policy Officer / Sustainable Development Officer
31.10.06
Member Champions

Plus
31.01.07
31.03.07


Personnel  
H
31.01.05
Head of Personnel / Head of Community Offices


31.05.05
Member Champions / 

 P & D Unit Manager 
30.06.05
31.07.05
Initial Audit already completed

Training and Development 
H
31.01.05
Head of Personnel / Head of Community Offices
31.05.05
Member Champions / 

 P & D Unit Manager 
30.06.05
31.07.05
Initial Audit already completed

Corporate Unit


Overall responsibility Corporate Unit Manager 






Democratic Services
H
30.09.05
Head of Democratic Services
31.10.05
Member Champions

Plus
31.01.06
31.03.06


Elections & Electoral Registration


H
31.09.05
Electoral Services Officer


31.10.05
Member Champions

Plus
31.01.06
31.03.06


Complaints
H
31.05.05
Corporate Unit Manager / Head of Supported Housing
30.06.05
Member Champions / 

Deputy Chief Exec 
29.07.05
30.09.05


Legal Services
H
30.06.06
Head of Democratic Services
31.10.06
Member Champions Plus
31.01.07
31.03.07


Emergency Planning
M
30.09.06
Corporate Unit Manager
31.10.06
Member Champions Plus
31.01.07
31.03.07


Financial Unit


Financial Unit Manager






Revenues
H
30.04.05
Head of Revenues/ Senior Accountant / Policy Officer
31.06.05
Member Champions Plus
29.07.05
30.09.05


Accountancy
L
30.09.05
Head of Accountancy
31.10.05
Member Champions Plus
31.01.06
31.03.06


Audit
L
30.09.06
Head of Accountancy
31.10.06
Member Champions Plus
31.01.07
31.03.07


Information & Communications Unit


Overall responsibility Information & Communications Unit Manager






Community Offices 
H
30.09.05
Head of Community Offices / Head of Information & Administration
31.10.05
Member Champions Plus
31.01.06
31.03.06


Information Services

(access)
H
30.09.05
Head of Information & Administration
31.10.05
Member Champions Plus
31.01.06
31.03.06


Administration services
M
30.09.06
Head of Information & Administration
31.10.06
Member Champion Plus
31.01.07
31.03.07


IT services
M
30.09.06
Head of IT Service
31.10.06
Member Champion Plus


31.01.07
31.03.07


Consultation & Communications
H
30.09.05
Head of Information & Administration
31.10.05
Member Champions Plus
31.01.06
31.03.06


Access to Services /     e-Government
H
31.05.05
ASP Programme Manager/ Head of Community Offices/Head of Information and Administration 
30.06.05
Member Champions / Environment Unit Manager 
29.07.05
30/09/05


Planning & Development Unit


Overall responsibility Planning & Development Unit Manager






Development Control
H
30.09.06
Head of Development Control
31.10.06
Member Champions Plus
31.03.07
31.03.07


Building Control
H
30.09.06
Head of Building Control
31.10.06
Member Champions Plus
31.03.07
31.03.06


Conservation 
H
30.09.06
To be decided
31.10.06
Member Champions Plus
31.07.07
31.03.07


Technical Services

(Housing Maintenance )
H
30.06.05
Head of Building Control / Head of Supported Housing and Head of Technical Services
30.07.05
Member champions Plus
31.08.05
30.09.05


Housing Grants
M
30.09.07
Head of Building Control
31.10.07
Member Champions Plus
31.01.08
31.03.08


Land Charges
M
30.09.07
Land Charges Officer
31.10.07
Member Champion Plus
31.01.08
31.07.07


Environment Unit


Environment Unit Manager






Children’s Playgrounds
H
30.09.05
Client Officer
31.10.05
Member Champions Plus
31.01.06
31.03.06


Abandoned Vehicles
H
30.09.06
Head of Environmental Protection
31.10.06
Member Champions Plus
31.01.07
31.03.07


Waste Management and Street Cleaning 
H
30.06.05
Health and Safety Technician/

Head of Improvement / Refuse Collection Supervisor
29.07.05
Member Champions / ICU Manager
31.08.05
30/09/05


Public Health

Food Hygiene

Training

Infectious Diseases

Health & Safety

Enforcement

Nuisance Complaints
H
30.09.06
Head of Environmental Protection
31.10.06
Member Champions Plus
31.01.07
31.03.07


Caravan & Site Licences
H
30.09.06
Head of Commercial Health
31.10.06
Member Champions Plus
31.01.07
31.03.07


Hackney Carriage Licences
H
30.09.06
Head of Commercial Health
31.10.06
Member Champions Plus
31.01.07
31.03.07


Pest Control
H
30.09.06
Head of Environmental Protection
31.10.06
Member Champions Plus
31.01.07
31.03.07


Environment Education
M
30.09.07
Environment Unit Manager / Policy Officer
31.10.07
Member Champions Plus
31.01.08
31.03.08


Radiation Monitoring 

Air Pollution

Contaminated Land
L
30.09.07
Head of Environmental Protection
31.10.07
Member Champions Plus
31.01.08
31.03.08


Economic Cultural & Leisure Services









Economic Development

Workspace

Regeneration
H
30.06.05
Economic Development Officer / Head of Information &  Administration
29.07.05
Member Champions Plus
31.08.05
30.09.05


Tourism
H
30.09.06
Head of Tourism & Cultural Services (vacant)
31.10.06
Member Champions Plus
31.01.07
31.03.07


Sports Development
H
30.09.06
Community Leisure Officer (vacant)
31.10.06
Member Champions Plus
31.01.07
31.03.07


Cultural Services
H
30.09.07
Head of Tourism & Cultural Services (vacant)
31.10.07
Member Champions Plus
31.01.08
31.03.08


Contracting Services Unit


Overall responsibility Contracting Services Unit Manager






Litter Enforcement

Street Cleaning

Fly Tipping

Refuse Collection
H
30.06.05
Health and Safety Technician/

Head of Improvement / Refuse Collection Supervisor
30.07.05
Member Champions Plus
31.08.05
30.09.05


Building Maintenance
H
30.06.06
Senior Building Maintenance Supervisor
31.07.06
Member Champions Plus
31.08.06
30.09.06


Grass Cutting & Grounds Maintenance
L
30.09.06
Grounds Maintenance
31.10.06
Member Champions Plus
31.01.07
31.03.07


Public Conveniences
H
30.09.05
Street Cleaning Supervisor
31.10.05
Member Champions Plus
31.01.06
31.03.06


Health and Safety 
M
30.06.06
Contracting Services Unit Manager
31.10.06
Member Champions Plus
31.01.07
31.03.07


Housing Unit


Overall responsibility Housing Unit Manager






Homelessness
H
30.09.05
Head of Housing Management
31.10.05
Member Champions Plus
31.03.06
31.03.06


Housing Maintenance  & Management
H
30.06.05

(maintenance)
30.06.06

(mgmt)
Head of Housing Management

Head of Technical Services 
30.07.05
Member Champions / Head of Building Control
31.08.05
30.09.05 (maintenance)

31.03.07 (mgmt)


Housing Benefits
H
31.12.04
Head of Benefits / Head of Info & Admin
31.05.05
Member Champions / Head of Improvement
30.06.05
29.07.05
Initial assessment already carried out

Appendix 4

List of Related Council Strategies and Contact Details

1
Community Strategy


Rachel Bowles








Policy Officer








01748 829100 Ext 274








r.bowles@richmondshire.gov.uk

2
Council Plan




Elspeth Hall








Head of Improvement








01748 829100 Ext 214








e.hall@richmondshire.gov.uk

3
Human Resources Strategy

Elspeth Hall








Head of Improvement








01748 829100 Ext 214








e.hall@richmondshire.gov.uk

4
Training & Development Strategy

Elspeth Hall


and Programme



Head of Improvement








01748 829100 Ext 214








e.hall@richmondshire.gov.uk

5
Communications & Consultations

Simon Fletcher


Strategy




Head of Information & Administration








01748 829100 Ext 243








s.fletcher@richmondshire.gov.uk

6
Access to Services



Liz Smith








Information & Communications Unit

Manager

01748 829100 Ext 106








e.smith@richmondshire.gov.uk

Corporate


Unit


Manager





Acting Deputy �Chief Executive





Head of Improvement





Financial


Unit


Manager





Economic Cultural & Leisure Unit Manager





Information & Communications


Unit


Manager





Housing


Unit


Manager





Environment Unit


Manager





Planning & Development Unit


Manager





Contracting Services


Unit Manager





Chief Executive











Executive Director (Vacant)





Community Committee





 Council











Scrutiny Committee





Scrutiny Committee





Standards Committee





Appeals Committee





Resources Committee





Environment & Planning Committee
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