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The Race Equalities Scheme in the context of Richmondshire
Richmondshire District Council is one of seven District Councils in North Yorkshire, created in 1974 by the amalgamation of a number of smaller Authorities.  The District contains two of the best known of the Yorkshire Dales – Swaledale and Wensleydale.  The District covers 509 square miles with a population of around 50,000 people.  Richmondshire is therefore one of the most sparsely populated District Councils in the country, its boundaries stretching from the River Tees to Cumbria.  The area is predominantly rural in character and a large part is situated in the Yorkshire Dales National Park.  The Tourism industry forms the economic bedrock of the District.  The 2001 Census records that 3.25% of the District’s population (1,534 people) are not white and British as follows:-

	Ethnic Origin
	Number
	Percentage

	Irish or other white
	711
	1.51

	Asian or Asian British
	432
	0.91

	Mixed
	226
	0.48

	Chinese or other ethnic group
	107
	0.23

	Black or Black British
	58
	0.12

	Totals
	1534
	3.25


This figure is likely to have increased over the last 7 years, with an increase in migrant workers from Eastern European countries, who are likely to appear in the ‘other white’ column of the ethnic origin.
The District is well served by two main arterial roads, the A1 North/South and the A66 East/West, both approximately five miles from Richmond, giving easy access to many parts of the country.  However, road links across the west of the District are more basic and public transport is sparse.  There are no rail or air links into the District so transport overall is a major local issue.  Employment opportunities are good with light industry within and close to the District.  The District also contains the largest military establishment in the country, Catterick Garrison which contains the largest single pocket of BME inhabitants at any one time within the District as a result of significant Military trainees from Commonwealth countries, with specific Nepalese and Fijian populations.  

Unemployment in the District is very low, currently 1.1%, and therefore competition for good staff is high.  The largest employer in the District is the Ministry of Defence at Catterick Garrison who also use a number of contactors who in recent years have employed increasing numbers of workers from eastern block countries who have joined the European Community.  The growth of ‘migrant workers’ has also been seen in other sectors of the District’s economy, particularly in the hospitality, food and meat processing, caring and agricultural sectors.

Schools in the District have strong reputations and high levels of achievement.  However, post 16 options are limited and if young people do not wish to study for A-levels they have to travel outside the area to Darlington College to access other courses.  This has the effect of taking the younger population out of the District. However, the extension of Darlington College at Catterick has provided a valuable resource for the District, particularly in terms of Electronic Communication skills.  There are currently 225 pupils within Richmondshire Schools who are not white and British as follows:-

	Ethnic Origin
	Number

	Irish or other white
	57

	Asian or Asian British
	77

	Mixed
	59

	Chinese or other ethnic group
	27

	Black or Black British
	5

	Totals
	225


There is a range of excellent housing at reasonable prices in the East of the District and in Darlington.  However, affordable housing in the Dales villages is a major challenge as prices have been escalating to reflect the demand for properties suitable for holiday lets and retirement.  This means that there is an increasing ageing population as people move into the District to retire and young people move away.  There are currently 2 caravan sites for gypsies and travellers within Richmondshire and the bi-annual survey undertaken by the Council in January, 2008 recorded 24 gypsies or travellers pitches in the District.  The Council has commissioned research with its Sub-Regional Housing partners to assess the need for further provision of suitable permanent or temporary sites.   
Currently around 500 individuals have registered with the Council for voting at local, parliamentary and European elections and have indicated that their country/nationality is other than Great Britain, which includes over 100 individuals from Eastern European countries (Poland, Bulgaria, Romania, Slovak Republic etc), 89 Irish, over 110 individuals from Central European countries (Germany, Austria, France, Spain etc) and over 150 individuals from commonwealth countries (Australia and New Zealand, Fiji, St Lucia, India etc).  

The Council’s first Race Equality Scheme was published in May 2002.  The current Scheme has been updated and refreshed to reflect the changes that have occurred since 2002.   

The Political Structure of the Council
Councillors are elected by the residents of the particular Ward the Councillor represents.  In Richmondshire there are 34 Councillors.  Elections are held every 4 years.  No Councillors are from a BME background.
The role of Councillors is to listen to the concerns and views of residents and to bring those issues into the work of the Council.  This can be done in a variety of different ways, through the political structures of the Council.  Anyone wishing to contact Ward Members can obtain details from the Democratic Services Section within the Council’s Resources Services.
 The Staffing Structure of the Council
The Council employs around 330 people and covers a wide cross-section of functions.  This means that there are some very specific areas of specialisms with only one or sometimes two in-house “experts” in a particular field.  This results in people having to “move on” in order to progress their careers as there are very few promotion opportunities within the Council.  

A breakdown of employees by Ethnic Origin is given in the table below:

	Ethnic Origin
	Males
	Females
	Total

	Unspecified
	37
	82
	119

	British
	89
	105
	194

	White European
	1
	2
	3

	TOTAL
	127
	189
	316


The vast majority of staff are white British and although there are 119 unspecified it is highly unlikely that these are not also white British.  There are currently 3 employees who are ‘white European’ which includes Polish, Dutch and Irish.  In order to fully reflect the ethnicity across the District, the Council’s workforce would need to contain 10 employees from a non-British background. As the table shows at the current time the workforce is not reflective of the ethnicity of the total population.
INTRODUCTION
Richmondshire District Council believes that equal opportunities are central to all its functions and services and has a number of policies in place in support of this belief.  Its commitment to equal opportunities is firmly embedded in the business planning processes of the Council and is implicit in the Authority’s Council Plan.

The Council’s commitment to race equality is an element of its equal opportunities policy.

This Race Equality Scheme sets out

· The Council’s commitment to race equality

· The Council’s race equality strategy

· The arrangements the Council has put in place to:-
· Assess the impact of functions and policies and consult black and ethnic minority citizens.

· Monitor existing functions and policies

· Publish the results of consultation, monitoring and assessment

· Ensure all sections of the community have access to information about Council services and access to the services they require

· Ensure the Council’s workforce is representative of the community and that its employees are trained to understand and implement the Council’s equal opportunity policies.

· How the Council will deal with complaints

· A detailed 3-year action plan and timetable setting out how the Council will continue to deliver its Race Equality Scheme.

The Council’s Commitment to Race Equality
Our Approach
Richmondshire District Council is committed to providing quality services and acting fairly in all its dealings with its staff and with the community.  In this section we summarise the way in which we will try to act.  If we fall short of these standards we encourage the public to draw it to our attention through the Council’s Complaints Procedure.

Principles
We will:

· Work in partnership with all those who can improve the quality of life of our residents

· Challenge existing service delivery boundaries in the interests of greater efficiency and effectiveness

· Value our employees and be an exemplary employer

· Give responsibility to those directly involved in the delivery of the service

· Ensure the Council’s workforce is representative of the community
· Inform people about what we are doing and why

· Consult and involve people in decisions which affect their lives

· Represent the views of and be an advocate for the people of Richmondshire

· Seek to maximise democratic involvement in service delivery

· Ensure that all sections of the community have equal access to Council services and receive fair treatment

· Respond positively to new ideas and constructive criticism

· Seek good quality in all that we do

· Treat all individuals fairly and courteously

· Organise service delivery with the customer in mind

How We Will Implement Our Approach
The way in which these principles will be achieved is set out in the Council’s Equality Scheme and equality policies, procedures and action plans.

We will ensure the most efficient and effective use is made of the Council’s combined resources in responding to the needs of the community.

We will increase the level of involvement of residents in decisions which affect them

We will build pride in Richmondshire and develop a community which is confident, well informed and ambitious

We will offer leadership to the whole community

We will ensure that diversity within the community is recognised and respected.

The Council’s Functions and Services and Priorities for Action
Setting Priorities
Within the race equality scheme, all functions and services will continue to be assessed on how they affect race equality under the following criteria: 
The general duty, as set out in section 71(1) of the Act, says that we must have ‘due regard to the need’:
· To eliminate unlawful racial discrimination; and

· To promote equality of opportunity and good relations between persons of different racial groups

In practice, this will mean making sure that the duty continues to be central to the way we carry out any function where race equality is ‘relevant’ ie. having implications for or affecting race equality.

The Council’s Equality and Diversity Steering Group will continue to monitor  the assessments undertaken by Heads of Services, which were initially assessed over a 3 year period between 2005-2008 and which will be ‘refreshed’ and re-assessed again over the following 3 year period.  
How Will We Assess and Consult On the Race Equality Scheme
Under the duties arising from the Race Relations [Amendment] Act, the Council was given a duty to describe how it proposed to assess and consult on the likely impact of proposed policies to race equality.  Given the nature of the District and in particular the large geographical area and wide spread of the BME population, this has been a major challenge.  There are no formal networks operating within the District other than the formal support network provided by the Ministry of Defence via the Army Family Welfare Support Service for its BME military personnel and their dependents.  We are continuing to work with the Local Strategic Partnership and the Sub-Regional Strategic Partnership to develop local informal and formal networks of communication; this will continue to be a feature of the ongoing work over the next 3 years.
1.
Assessment of impact – Current functions and policies
The Council must be sure that any policies which are already in place or which it is proposed to introduce in the future promote equality of opportunity and good race relations and do not lead to direct or indirect discrimination.

The Council has assessed the following existing functions and policies over the last 3 years:- 
	
	2005/6
	2006/7
	2007/8

	Resources
	Personnel

Training Development

Employment

Complaints

Housing Benefits

Finance 

Member Audit

Democratic Services

Legal Services
	Elections

Treasury management

Sundry Debtors

Bank Reconciliation

Cash Receipting

Creditors
	HR – Council Policy on Retirements

	Environment
	Waste Management/Street Cleaning

Health and Safety

Community Planning 

Litter Enforcement
	Conservation

Technical Services

Trade Waste

Bulky Waste

Refuse Collection

Recycling

	Regulatory functions – Env Health, Building Control and Planning Development

Open Spaces

	Customer
	Access to Services

Customer Access Strategy

Planning Policy

Economic Development 


-Work Space Regeneration

Policy and Best Value
	Word Processing

Community Offices

IT

Public Relations

Tourism
	Innovate - completed

Communications
1. Council publications

2. Website

3. A - Z of Services

 

Technology
1. Service Desk

2. IT Policies

 

Customer Services
1. Access to payments

2. Access through our telephony system (Contact Centre)

3. Post, Scanning and Photocopying Services
Economic Development & Tourism
1. Industrial Units - access

2. Grants and Loans Scheme

 

Policy & Performance
1. FOI / DP policies

2. Richmond & Catterick Garrison AAP 

	Community
	Housing Maintenance/Management 

Discretionary Payments

Council House Modernisation (Tech Services and Housing)

Community Safety
	Homeless Decisions

Homeless Review

Homeless Temporary Accommodation


	Community Safety complete

Homeless Application Process – to be completed by 31/3/08

Sheltered Housing – to be completed by 31/3/08


2.
Assessment of impact – New and Revised Policies
In order to assess the impact of proposed policies on race relations, the Council will utilise the following methods:

· Any available demographic data, including census findings

· Available research findings

· Comparisons with similar policies either within the Council or in other local authorities

· Survey data

· Ethnic monitoring data

· One off data gathering exercises e.g. consultation exercises

· Specially commissioned research

In addition, all policy documents will include a paragraph, which will demonstrate that the potential impact of the policy on race relations has been assessed in accordance with the methods detailed above.

3.
How will we consult on new policies?

The Council already has in place a number of mechanisms for consulting with the public, not only on the type of service required but also on its quality and cost effectiveness.  These methods include:

	Questionnaires

Exhibitions

Letters to individual stakeholders

Parish Forums
	The local press/Curlew

Customer Forums

Public meetings

Audits

Residents Panel
	Officer or postal surveys

On-street surveys

Dual use meetings with partner organisations


The Council has a Communication and Consultation Strategy and an Information Strategy which aims to ensure that plans, priorities and targets are developed in consultation with the local community and other key stakeholders.

· However, the Council recognises that to engage all members of the community, arrangements aimed specifically at black and ethnic minorities need to be developed.  We will continue to work sub-regionally and locally to develop networks and means of communications to enable this engagement to occur.
Monitoring Functions and Policies
Monitoring Service Delivery
In order to continue to fulfil the requirements of the Race Relations [Amendment] Act it is important to measure the effects of our policies and practices on different racial groups and in particular whether such policies are discriminating against certain racial groups.

The Council already monitors its functions, services and policies through:

· Regular customer satisfaction surveys

· Comparison with other local authorities and relevant organisations

· More general surveys

· Other consultation methods such as resident panel, focus groups, public meetings etc.

· Through our complaints procedure

· Rural and Regional Benchmarking Groups

The Council recognises however, that it needs to improve its monitoring arrangements, and to make them more sophisticated to be able to:

· Monitor the effects of policies on different racial groups

· Check whether there are any differences between racial groups

· Assess whether these differences have an adverse impact on a particular group

The first 5 years of the Race Equality Scheme have identified how difficult it is to monitor the effects of policies on different racial groups because of the lack of formal and informal networks of communication.  The development of the networks will be a priority for the next 3 years.
Monitoring in Employment
Under the specific duties arising out of the Race Relations (Amendment) Act 2000, the Council must continue to set out the processes it has in place for ethnically monitoring:

· Staff in post

· Applicants for jobs

· Applicants for training

· Applicants for promotion

· Employees who receive training

· Employees who suffer a detriment or benefit as a result of performance assessment

· Employees who lodge a grievance or are subject to disciplinary action

· Employees who leave the Council.

The Council has a formal monitoring processes to ethnically monitor applicants to posts and existing employees.

The monitoring of systems will continue to be a priority.  The following processes are already established:

· Staff in post can be ethnically monitored in terms of grade, permanent, full time, part time, promotion and service area

· Applicants for all vacancies within the Council are monitored by race during the recruitment procedure

· Existing employees can be monitored by race in terms of access and attendance at training and development opportunities.  This includes:

· Professional and technical training opportunities

· Post entry training

· Personal development opportunities

· Corporate Training

In addition:

· Employees who lodge grievances or who are the subject of disciplinary action or capability procedures will be monitored by race.

The reasons for employees leaving the Council will be monitored to ascertain whether there was any racial dimension to the reasons given.
(Note – see page 3 showing the breakdown of employees)
Analysis and Reporting of Data

The monitoring information will be collated on a quarterly basis to Management Team by the Human Resource Section.  The data gathered will be used to inform future policy, target setting and action planning.

The development of the new computerised Personnel Record System will assist in this process.

Arrangements for Publishing the Results of Ethnic Monitoring

The results of ethnic monitoring will be published on an annual basis.

Because of the small number of black and ethnic minority employees, and the sensitive nature of the information, particular care will be taken to maintain confidentiality and protect individual privacy.

Access to Information and Services
Under the Race Relations (Amendment) Act 2000, the Freedom of Information Act and the Data Protection Act, the Council must have in place systems to ensure that all sections of the community have access to information about Council services and access to the services they require.

The Council’s functions have been audited in order to assess their relevance to race equality issues and will be ‘refreshed’ over the life of this latest scheme.
The issues considered have included order the following:-

Service Users

Who are the users of the service; how are differing community needs recognised and met?

Information

How are people made aware of the service?  Is information translated into different languages?

Consultation

How do people comment or complain about the service?  Are there cultural or social needs preventing take up?

Access and Availability

Why don’t non-users access the service? Are there cultural or social needs preventing take-up?

Partnership Arrangements with the North Yorkshire Strategic Partnership and the Local Strategic Partnership will be developed to maximise the use of resources in respect of translation and interpretation arrangements, in addition to the use of ‘Language Line’.

Provision of Information to Employees and Training Policy
For the Council’s equality policies to be operated effectively, staff and Members need to be trained so that they can

-
understand the impact that racial discrimination and harassment can have on black and minority ethnic people

-
be aware of the relevance of race in the services they are providing

-
be able to challenge racial discrimination, harassment, prejudice and inappropriate behaviour.

General Equalities Training

Under the Corporate training programme, all employees have undertaken training on equality awareness.  This will need to be refreshed over the next three years.
General Information

Employees will be kept up-to-date with the work of the Equal and Diversity Steering Group through the Council’s internal communication systems including cascade arrangements, and the Induction processes.

In addition, the Council’s Intranet contains a specific area to provide a range of information on equalities with links to other relevant sites.

Complaints Procedure
There are essentially three stages to the Council’s Complaints Procedure: an informal stage; a formal stage whereby a formal complaint form is submitted and a relevant Assistant Director or other Officer will investigate the complaint; and a final stage whereby if a complainant is still not satisfied, the complaint is referred to the Executive Core for further review and determination.
The Local Government Ombudsman
At any stage during the Council’s Complaints Procedure, a customer may indicate that they wish to refer the complaint to the Local Government Ombudsman.  On occasions complaints intended for the Local Government Ombudsman are first brought to the attention of Members. The discretion of Members to deal with such complaints as they see fit is neither affected nor impeded by the Council’s formal procedure. However, the procedure itself assumes that Members may wish to try and achieve a local solution and that in such circumstances they will encourage the customer to refer the complaint to the Council.  The Local Government Act 1974 provides that before investigating a complaint, the Ombudsman must be satisfied that it has been brought to the Council’s attention.

Complaints which can be Investigated in the Council’s Complaints Procedure
Richmondshire District Council will investigate complaints concerning the standard of service and actions, by the Council or their staff, which affect an individual customer or group of customers.

However, there are certain matters which are excluded from the complaints procedure which are listed below. If in doubt please forward your complaint and we will tell you whether it can be dealt with.

Complaints which are Excluded from the Complaints Procedure

· Complaints which are essentially criticisms of or disagreements with Council policies or decisions in themselves, rather than the way they have been carried out.

· Complaints against individual employees which arise directly from the customers dissatisfaction with a Council policy or decision, and where no other basis for the complaint exists.

· Any matter where a right of objection or appeal exists, unless the complaint relates specifically to the way the matter has been administered.

· A decision of the Council where regulatory powers are being exercised unless the complaint relates specifically to the way the matter has been administered.

· A matter which is, or could reasonably be, expected to be the subject of court or tribunal proceedings, or which is in the hands of the Council’s insurers.

· Complaints which constitute a disagreement with or refusal to accept a rule of law which the Council is applying.

Race Equality Scheme
Summary Action Plan 2008 – 2011
	ACTION
	BY WHEN
	RESPONSIBILITY
	OUTCOME
	HOW WILL WE MONITOR
	PROGRESS

	Refresh training for

· Members

· Managers

· Staff
	2010/11
	E&D Steering Group
	All Members and Officers will be familiar with the requirements of the legislation and the Council’s policies relating to equalities.  They will have an increased awareness of equality issues and the relevance of such issues to their roles
	-Annual staff surveys
-Staff panel

-Heads of Service Meetings

-Member Induction Surveys
	

	Establish a consultation network, initially in terms of race but subsequently in respect of other groups in the community
	2008/09
	E&D Steering Group with Richmondshire Local Strategic Partnership and the North Yorkshire Strategic Partnerships

	To be able to consult with black and ethnic minorities within Richmondshire on policies and ensure all groups are fully consulted on existing and future services
	-Equality & Diversity Group Meetings
-LSP Meetings

-NYSP Equality & Diversity Task Group Meetings
	

	To consider how information is made available to black and ethnic minorities.

To establish partnership working with other agencies

To explore a range of opportunities to ensure information is made more widely available eg. A web-site
	2008/09
	E&D Steering Group with Richmondshire Local Strategic Partnership and the North Yorkshire Strategic Partnerships


	To provide information in a range of  community languages and other appropriate formats

To provide information in a broad variety of ways to increase awareness and understanding of the services available
	-Equality & Diversity Group Meetings

-LSP Meetings

-NYSP Equality & Diversity Task Group Meetings
	

	To refresh the results of the equalities audits of existing services undertaken between 2005-8
	2011
	E&D Steering Group
Assistant Directors
	To maintain awareness of equalities issues within service areas and to ensure arrangements are put in place to deal with these issues

To ensure equalities issues continue to be incorporated into the business planning process
	-Annual theme Business Plans
-Annual monitoring by the Equality and Diversity Group

Service

 -Management Teams
	

	To maintain monitoring arrangements:

· Of job applicants by ethnic group, gender and disability

· Existing staff by ethnic group, gender and disability

· The number of staff in each ethnic group who receive training, and/or are involved in grievance/disciplinary procedures, or cease employment with the Council
	2011
	HR Service
	To assess whether there is an adverse impact on any individual which can be linked to race, gender or disability
	-Quarterly report to Corporate Management Team
	

	To achieve Level 3 of the Equalities Standard for Local Government
	2011
	E&D Steering Group
	Achievement of the standard
	-External Assessment by IDeA
	

	To determine whether there is a need for more suitable sites for gypsies and travellers
	2008/09
	Assistant Director (Customer) 

Assistant Director (Environment

Assistant Director (Community)
	Results of Consultants’ work formally assessed by Council and recommendations implemented.
	-Relevant Service Management Team meetings
-Sub-Regional Housing Board.
	

	To increase ‘local intelligence’ about the exact numbers of migrant workers and their impact on services delivered by the Council.
	2008/11
	Equality & Diversity Steering Group
	Local knowledge is increased and any challenges to community cohesion identified
	-LSP Task Groups

-Corporate Management Team

-Equality & Diversity Steering Group
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