Draft - Disability Self Assessment: November 2009

Red (serious weaknesses – not likely to lead to any action to achieve improved outcomes in race/disability/gender equality, does not appear to be compliant)

Amber (weaknesses – seems not fully compliant) 

Green (compliant /minor weaknesses only)

	Meeting the General Duties

	Public authorities need to ensure that they meet each of the different aspects of the duties and that they do so in all of their functions.
	RAG

	Does scheme and action plan cover all the authority’s functions including procurement and partnerships?
	

	The council is committed to promote equality and cohesion. It is integral to everything the council does. As an organisation and in partnership with others the council aims to address the needs and aspirations of all those who live and work in the borough. It has a comprehensive equality and cohesion strategy and action plan 2009 – 12. It is refreshed every year and contains cross-cutting priorities alongside policy statements (commitments) for each of the equality groups but goes further to incorporate social inclusion and cohesion.

Council members and senior officers take a lead on promoting equality and cohesion. The Cabinet Member for safety and cohesion plays a leading role and has made public statements promoting equality and the need to provide services free from prejudice and discrimination. Members and senior officers play a lead role in promoting a range of equality and cohesion activities specifically designed to raise awareness, promote equality and good relations between different communities. Recent activity includes promoting black history month, LGBT history month, the big lunch, inter-faith celebrations of all the main faiths, commemorating holocaust memorial day, disability awareness, carers week, refugee week, show racism the red card, and older people.

The Council Management Team plays a leading role in promoting equality throughout the organisation. The deputy chief executive – and executive director of adult services and housing – is chair of the corporate equality and cohesion board reporting to the management team. The board comprises of directors from each service and the chair person from of each of the staff networks. The other deputy chief executive – executive director for resources and customer service is not only responsible for customer satisfaction but also the champion of the council’s value – difference - and a recent management forum was held dedicated to this.

All the Council’s functions are incorporated into the strategy and covered by the policy statement. The accompanying action plan is based on the priorities found in the Equality Framework as well as a programme of equality impact assessments that the Council intends to carry out. The action plan forms part of the business cycle linked to its corporate priorities which are determined through consultation.  All equality groups are incorporated into the Council’s service planning framework.

The council’s general policy statement is:

· Promote equality of opportunity;

· Promote positive attitudes towards, and good relations, between different groups;

· Encourage participation in, and access to, community and civic life;

· Eliminate unlawful discrimination and harassment. 

In addition the Council is committed to 

· Promoting the social model of disability in all our work recognising it is the loss or limitation of opportunities, due to physical, organisational and attitudinal barriers, that prevent disabled people from taking part in the life of the community;

· Ensuring all customers can obtain information in their preferred way or format, read and understand it;

· Making reasonable adjustments to job requirements, work policies and other practices to support disabled staff in carrying out their jobs and accessing promotion, training and other opportunities;
· Developing initiatives to recruit, employ and retain more disabled people.

The council is a two ticks organisation and in 2008 awarded Investors in People (IiP) status recognising the improvement and investment made in its workforce. The Council’s workforce strategy (currently being updated) set out a range programmes available to all employees which include the Council Values, Personal Development Competency Scheme, Management Conference, Leadership Academy, Management Develop Programme (ILM), Inspire – a mandatory induction course for new staff. 

Council initiatives designed to promote an inclusive ‘one team’ approach include improving internal communication using the intranet and revamp of the staff magazine alongside an annual council awards ceremony recognising staff delivering outstanding service to the council and the borough’s residents.

The council has a detailed range of staff/organisational policies covering all public duties. They include (although not exhaustive):

· Achieving Access for All

· Employee handbook

· Bullying and Harassment

· Code of Conduct for Council Staff

· Corporate Complaints Procedure

· Disciplinary Procedure

· Dignity at Work

· Grievance Procedure

· Health and Safety Procedure

· Job Evaluation Procedure

· Restructuring and reorganisation

· Staff consultation framework

· Worksmart – encouraging flexible working 

· Whistle-Blowing Procedure

The Council’s formal involvement and consultation mechanism is through its Beacon Award winning Local Strategic Partnership which comprises of eight themed partnerships. These include partnership boards for health, safety and community cohesion (addressing cohesion, social inclusion and equality). All partnership boards incorporate representatives from the local community network which includes those from all equality groups. 

The community cohesion partnership has one sub-group - the social inclusion partnership group - which works collaboratively with partners to ensure individuals or areas don’t suffer the negative effects of deprivation including unemployment, poor skills, low income, and poor housing. Croydon’s award-winning Beacon work to support people and local businesses experiencing the impact of the recession can be found on http://www.croydoncrunch.com
Croydon’s Disability Forum is active across the themed partnerships and able to influence and help shape the council and other partners' policy and strategy. These themed partnerships have specific strategies and plans relating to disability for example, Supporting Peoples’ Strategy, Improving Health and Well-being Plan, Hate Crime Strategy (being developed), Aiming High for Disabled Children Plan and Learning Disability Strategy.

The Council has a procurement policy called ‘Integrating Equality and Diversity into Procurement’ and Section 3 of the pre-qualification questionnaire for procurement of goods and services includes detailed questions relating to the Disability Discrimination Act 1995 and 2005.  Disability equality is included in procurement contracts in relation to equal opportunities and unlawful discrimination in employment and the supply of good and services.

Procurement staff training includes equalities and the completion of equality impact assessment is part of the process.  Short-listing guidance for procurement includes equalities information.
	

	Has the authority paid due regard to all aspects of each of duties not only in its scheme but also in its action plan?  (i.e. have they taken into account each of the general duties -  in their info and analysis and in the action they are taking?)
	

	The Council has paid due regard to all aspects of the duties not only in its strategy but also the overarching action plan which is also linked to service planning across the organisation, the corporate plan and the community strategy. The Council has gone further and developed a range of strategies and plans specifically focussed on a range of disabilities e.g. including learning and physical disability. 

The strategy outlines Croydon’s commitment to disability, along with other equalities strands including social inclusion and cohesion. The legislative duties are detailed in full within the Strategy.  An annual programme of equality impact assessments has been detailed in the strategy and carried out holistically taking the needs of all equality groups, social inclusion and cohesion into account.

A range of data and information is utilised in the development of strategies and plans. Although not exhaustive and where available – the data and information used includes: index of multiple deprivation, crime assessment, complaints, health profiles, Joint Strategic Needs Assessment, Equality Impact Assessments, Place Survey, Talkabout, mosaic, national indicators and targets, service user profiles and workforce information along with the views expressed through consultation. Actions found in the supporting plans can be found in organisational service plans and partnership plans.  

Listed below, although not exhaustive, are examples of where the council meets the duties through the delivery of a range of initiatives:

Promote Equality of Opportunity

The Joint Strategic Needs Assessment (JSNA) found more than 10% of Croydon’s population are adults with a moderate disability and 14.6% of the working age population are disabled. The department for adult services and housing is leading on the Delivering an Ordinary Working Life Project (D.O.W.L.) which aims to increase the numbers of People with Disabilities accessing employment and paid employment opportunities within the Council. 

The project is in response to the National Governments Valuing People initiative - “To enable more people with Learning Disabilities to participate in all forms of employment, wherever possible in paid work and to make a valued contribution to the world of work”.

This definition has been widened locally so that although people with learning disabilities remain a key priority, other groups of people with disabilities may also be supported within DOWL.

Sponsors of the DOWL Project are deputy chief executive, Hannah Miller OBE, who is also the Executive Director Department of Adult Services and Housing and Pam Parkes, Director of Human Resources and Organisational Development.

The next step is full integration of the DOWL Project within the Council’s overall workforce planning and development process.
Eliminate Discrimination

The Council promotes services for disabled people, through a designated section on the council’s website for services for disable people. This includes links to blue badges and parking permits, freedom passes, services for adults with learning disabilities, the Staying Put service, Croydon Mobility Forum and information on specialist equipment and adaptations.  The page also includes links to external websites, such as Disabled Go and DirectGov. 

Eliminate Harassment

The Safer Croydon Partnership has produced a draft Hate Crime Strategy for the Borough, which is focused on improving lives and well being of victims of any manifestation of hate crime in the borough, including disability hate crime.  The strategy is based on data collected by the police and the feedback from consultation along with explicit reference to the DDA. Its actions relating to disability hate crime, including training for the Police, and dealing with sexual abuse of people with learning disabilities. 

Promote Positive Attitudes

The Council has organised events to promote disability on Disability Awareness Day. This includes staff training and the promotion of the Workers with a Disability Forum.  The Council, in partnership with other organisations, run a series of events that promote positive attitudes towards disabled people. These include an event for disabled people in Croydon looking to start a business or considering self-employment, ‘Full of Life’ and ‘Carers Rights Day’. 

Encourage Participation

The Council support a range of groups and forums designed to encourage greater participation of disable people in community and civic life. These include funding the community network which elects members to the themed partnerships comprising the local strategic partnership. Other groups include People First and the BUG – Better Understanding Group – and the Council also coordinates the Mobility Forum and the Housing Disability Panel which meet three times a year and involve senior officers and councillors.  All groups involve disabled people, and the Mobility Forum is chaired by a disabled person.

A range of partnership groups exist to support the local strategic partnership to address a range of disability issues including; hate crime, learning disability, physical and sensory impairment.

Take Steps to meet Disabled Peoples’ Needs 

The council has taken a number of steps to meet the needs of disabled people especially in relation to health and social care and has an extensive range plans and programmes. The Council provides a number of transport services for people with disabilities including SEN transport for schools, parking permits and Blue Badges. Our environmental services provide assisted collections of waste and recycling for people with mobility impairments.

Our Access Croydon one stop shop was opened in December 2008.  It provides residents with easier physical access to all the council services in one centralised, easy to reach location.  For residents and clients unable to attend Access Croydon personally, home visits are arranged particularly to assist benefits claimants. 

Our website also provides many council services online to give residents 24 hour access and to remove the need for personal attendance at the council’s offices.  

Our innovative AZTEC service is a one-stop shop for disabilities equipment.  Clients and their carers are able to attend and try and equipment in an easy to reach building.  The Council’s memory service – which is provided in partnership with NHS Croydon – is an award-winning facility that provides services and assistance to clients with dementia as well as support to their families and carers.


	

	Action

In 2010 the council will be develop a new workforce strategy and action plan which will include new initiatives such as that aspiring managers programme to tackle encourage under-represented group to access management opportunities.

To examine the findings from the staff in relation to equality groups including disability to ensure any issues are highlighted in the development of the new workforce strategy.

During 2009/10 develop a programme to ensure relevant policies are reviewed and updated.
	


	Taking action 

	The duties are about achieving change so this is the most important part of effectively meeting the duties.
	

	Does the scheme set out clear actions that the authority will take to meet all aspects of the duty/duties?  
	

	The Equalities and Cohesion strategy and action plan sets out how the council meets all aspects of the duty. The action plan covers three years and monitored annually.  A revised strategy and action plan is produced annually to ensure it is both current and continues to meet local residents’ needs.  

Examples of key actions include:

· Increasing the supply of affordable housing to disabled and vulnerable people;

· Installing major aids and adaptations in homes of disabled people;

· Monitoring complaints;

· Managing a programme of equality impact assessments;

· Raising awareness through bite-size training sessions;

· Supporting people with learning difficulties into paid employment, training, and education;

· Conducting a needs assessment for children who have additional needs;

· Revising Croydon’s Achieving Access for All – a good practice guide for the council and partners;

· Developing an Olympic strategy incorporating a Para-Olympic Programme;

· Developing an empowerment strategy for the partnership which will encourage greater involvement in community and civic life;

· Developing a customer access strategy alongside a universal access strategy of social care;

· Re-commissioning services provided by the voluntary and community sector to encourage greater involvement of those vulnerable to exclusion.
	

	What time period does the action plan cover?
	

	The current strategy and action plan covers three years - 2009/12. It is linked to the corporate plan and community strategy and refreshed every year to ensure it remains current and accounts for new developments and changing needs.
	

	If appropriate, has the public authority developed an objective relating to its role in addressing the wider pay gap? 
	

	Key objectives within the strategy includes operating fair employment practice by making reasonable adjustments to job requirements, work policies, reviewing guidance, pay, terms and conditions to ensure they are fair and address any gaps.

Single status was implemented across the whole Council by the beginning of 2009, equalising pay.  In 2010/11 the Council will undertake a full EIA on its workforce and conduct further workforce to identify gaps and resulting actions. 
	

	Has the authority’s overall plan prioritised action to address the most significant race/disability/gender inequalities in their remit? (i.e. have they paid due regard?)
	

	The council’s equality and cohesion strategy includes a high level annual action plan which contains a range of activity specifically focused on addressing inequality experienced by disabled people and those who are carers. An example of actions designed to tackle inequality include:

· Updating Achieving Access for All;

· Producing an Empowerment Strategy;

· Increasing the provision of special educational needs;

· Helping people on incapacity and long-term benefits enter employment;

· Install major adaptations in homes of disabled people;

· Develop a resource centre for people with learning difficulties;

· Commission day care placements for people with learning difficulties;

· Review adult mental health service;

· Provide opportunities to raise awareness through training;

· Maximise the benefit take-up to families with disabled children;

· Increase the support of affordable housing for disabled people;

· Transform residential services into supported housing for people with learning difficulties.

Actions are incorporated into service plans and specific strategy action plans developed by departments. The council has adopted an integrated approach whereby it monitors the development of strategies and plans to ensure equality is incorporated into its development. All new strategies and plans are required to undertake equality impact assessments using the council’s toolkit. 


	

	Are there major issues in its remit which it has not addressed/ addressed inadequately?
	

	All issues arising from consultation, complaints or analysis of quantitative data have been addressed and incorporated into the planning framework of the council. The council is not complacent and has put in place a number systems designed to drive a process of continually improvements. For example, the Council has implemented a new complaints system – Taggish – to improve the way it monitors complaints and to ensure that it is addressing equalities issues around service delivery.  The system collects and monitors data.  The Council’s complaints pack contains a detailed equality monitoring form which is readily identifiable. 

Aligned with this new system is Croydon’s Adult Social Care and Croydon’s NHS produce regular reports of the complaints about services provided jointly by the local authority and health sector (where reported to LA). These reports also include received in relation to social care which include actions and recommended learning from complaints.
	

	Action

In light of experience (the new system has been in place less than a year) arrangements are in hand to amend the system to provide more detailed categorisation of complaints to include all equalities groups.

In the interregnum data and information will continue to be reviewed by services to ensure they are meeting our residents’ requirements.
	


	Monitoring, Gathering and Using Evidence

	Public authorities will only be able to pay 'due regard' if they have gathered and used sufficient evidence.
	

	Are the analysis and action plan/objectives underpinned by a good evidence base? 
	

	The Council has a vast evidence base which feeds the action plans and objectives.  MOSAIC is used across the Council to gain socio-economic data on the residents of the Borough, so services can be tailored to their needs.  For satisfaction and views on the Borough, the authority uses the Place Survey 2008, to set objectives for the Council and to make the authority more efficient.  The Council also runs a citizens’ panel which is statistically representative of the population.  Three surveys a year are undertaken on average.

In 2009 the Council produced Community profiles (one for the borough and then one for each ward) with information on the make-up of the population of the borough.  These profiles are used widely throughout the Council (in documents such as equality impact asessments and the Vision work), and due to their publication on the Croydon Observatory, they are also heavily by the Council’s partners and Ward Councillors. 
The Council has incorporated the priorities found in the Equality Framework for Local Government and undertaken a gap analysis for the authority providing an evidence base for predicting future actions. Public duties are incorporated in the framework and actions arising from the gap analysis will form the basis of the Equalities and Cohesion action plan.

Through CHRIS, the Council’s e-recruitment system, the Council has a large evidence base on their workforce, understanding who works for the authority and the needs they have. This data is used to inform council and departmental workforce plans.

All strategies and plans are based on these evidence sets, and evidence collected by departments themselves, such as, school attainment data for Children with Special Educational Needs and older people with mobility issues.


	

	If data gaps are identified, are adequate arrangements being made to address these?
	

	Action

In 2010/11 the council will be undertaking an employee audit for disability to ensure data is reflective of the workforce. This information will support future council and departmental workforce strategies and plans. 

During 2010/11 establish clear guidance for staff outlining the requirements for collecting, monitoring and analysing data by aggregated equality groups to ensure consistency across departments and inform service/strategy development. This will include a comprehensive review of the data used by departments.

During 2010/11 conduct a mini staff audit and analyse the results comparing with those from the main survey conducted in 2008.

The Social Capital research project will give the authority information on how communities get on together and will be used to address the data gaps the authority has in relation to disabled people.
	


	Monitoring

	Has the authority set out arrangements for gathering info on extent to which its functions take account of needs of disabled persons (DED) 
	

	Are details included of how the authority will analyse and use data to review the effectiveness of its action plans and development of future schemes?  
	

	Rigorous performance management is integral to the council’s approach to equality and cohesion. There a range of structures and systems in place to ensure data analyse and the effectiveness of plans is robustly managed at all levels of the organisation. The corporate equality and cohesion board is responsible for ensuring disability is integrated into the development of strategies and plans. The corporate equality and cohesion unit ensures where possible data, such as the results from the place survey, is disaggregated to support service improvements including undertaking equality impact assessments. 

The Council’s resources and customer service department leads of managing performance and monitors all the National Indicators. A new system called performance plus has been developed which will incorporate disaggregation of equality data relating to performance indicators. The national indicator set includes those which related specifically to disability and incorporated in to relevant strategies and plans. These are performance managed by departmental management teams and reported – where appropriate – in the performance framework, known Your Croydon. National indicators include:

· NI 54 Services for disabled children PSA 12

· NI 103 Special Educational Needs – statements issued within 26 weeks DCSF DSO

· NI 104 The Special Educational Needs (SEN)/non-SEN gap – achieving Key Stage 2 English and Maths threshold DCSF DSO

· NI 141 Number of vulnerable people achieving independent living CLG DSO

· NI 142 Number of vulnerable people who are supported to maintain independent living PSA 17

· NI 145 Adults with learning disabilities in settled accommodation PSA 16

· NI 146 Adults with learning disabilities in employment PSA 16

· NI 149 Adults in contact with secondary mental health services in settled accommodation PSA 16

· NI 150 Adults in contact with secondary mental health services in employment PSA 16

The priorities found in the equality framework for local government have been incorporated into the council’s Equality and Cohesion Strategy which is refreshed annually and reported to cabinet and scrutiny. 

The council has a corporate equality and cohesion board which is chaired by the deputy chief executive and executive director for adult services and housing. It is attended by Directors from each service along side officers and the chairs for each of the staff groups including Workers with a Disability. The role of the corporate equality and cohesion board is ensure the strategy and action plan are development and implemented across the organisation and to influence the development of the other strategies and plans.

Equality and cohesion is embedded into the corporate performance framework and service planning. Performance against corporate targets is measured every two years through the Place survey, such as NI 1, which shows an increase in the percentage of people who believe that people from different backgrounds get on well together in their local area, from 75% to 77%.  The citizens’ panel are asked this question annually. These responses are analysed to identify any statistical differences in relation to equality groups.

Equality Impact Assessments are monitored every six months through the performance dashboard which is reported to the council management team and corporate equality and cohesion board. 

Workforce profiles have been produced during 2009, and reported to the Council Management Team. Improvements have lead to an increase in BME staff reaching management level jobs. Further workplace audits are to be carried including disability, sexual orientation, religion and belief. 

The Council and NHS Croydon jointly create the Joint Strategic Needs Assessment (JSNA) which identifies population need across a number of priority areas and assess’ current service provision in relation to need and evidence of effectiveness. This is then used to inform future service planning for meeting unmet need and addressing inequalities. The JSNA development process ensures the Council gains considerable insight into disabled residents enable consideration to be given to how best to improve and tailor council services.

The authority also gathers data through the corporate Performance Plus system, which is now in place and through complaints monitoring.  Equality impact assessments are now reported quarterly through the dashboard across the Council.

A significant proportion of the data and information relating staff is collated using the council’s e-recruitment system - CHRIS, and HR metrics, which are reported monthly to Executive Directors, on matters such as grievances, sickness and absence.   

Information on the changing nature of the community is identified through a variety of sources (community consultation, government statistic, community intelligence, Mosaic, crime assessment, census and population projections, joint strategic needs assessment and the index of multiple deprivation) and published though the Croydon Observatory website, which includes comprehensive community profiles at borough and ward level and Mosaic maps.

Information is then used to inform the development of the long term Vision, the Sustainable Community Strategy, the Corporate Plan and other partnership and Council strategies. Information is also used to inform equality impact assessments.
	

	Action

Ensure data collected by the council and its partners where possible is disaggregated using different equality categories.
	


	Consultation and Involvement

	A public authority can only know that it has effectively paid 'due regard' if it has taken account of the views of stakeholders - and involved disabled people.
	

	Is there evidence that the authority has consulted all relevant stakeholders (inc. TUs for GED) and involved, disabled people (both service users and staff) in the preparation of the scheme or strategy?
	

	Croydon continually seeks the views of its communities, through the Talkabout panel involving 1500 residents, the Place Survey of 3000 residents, and utilising borough-wide initiatives to consult and involve disabled people. The development of Croydon’s long-term vision is an example of a borough-wide consultation programme reaching 20,000 residents using a range of techniques. These included facilitated sessions with Croydon’s Disability Forum providing insights into the views and experiences of local residents. One of the key themes emerging from this included a greater focus on promoting places of opportunities.

Disabled people are involved in the development of strategy and services at a strategic and operational level. The Workers with a Disability group are represented at the Corporate Equalities and Cohesion Board and Croydon’s Disability Forum is represented on the Community Cohesion Partnership Board. At the annual community cohesion conference in 2008 and 2009 involving approximately 170 people including key stakeholders representing disabled groups were able to influence the revision of the equality and cohesion strategy of the council and shape the developing community cohesion strategy for the local strategic partnership.

Other forms of involvement which influences a range of strategies and plans includes the Housing Disability Panel meets three times a year with Council and Councillors to discuss issues relating to housing and the Mobility forum meets quarterly to discuss issues specifically relating to mobility disabilities. Both groups involve disabled people, and the Mobility Forum is chaired by a disabled person.

Imagine Croydon held a full day workshop with the Disability Forum, which has fed into the 30 years vision for the borough.  Imagine Croydon have also consulted with the CVA, Mobility Forum and Croydon Disability Forum.

The council also involves the Local Strategic Partnership and all themed boards, which have representatives from community networks including Croydon’s Disability Forum.  The board shapes and influences the major strategies and projects, such as the Healthy Croydon Partnership sub-groups.  
	

	Is there a clear link between the involvement of disabled people and/or consultation with others and the action plan/objectives?
	

	The equality and cohesion strategy is influence by a vast range of consultation and involvement and there is a link between the feedback and actions found in the objectives and action plans. The recent Community Cohesion Conference 2009 involved a range of stakeholders from disabled groups including the staff group in the development of a new cohesion strategy for the borough. Emerging issues form the conference included raising the profile of disability across the borough using the partnership as a forum; accessibility and mental health in diverse communities. 

Current actions include update Achieving Access for All involving the staff group – workers with a disability and Croydon’s Disability Forum. The community cohesion board will be examining ways of raising the profile of disability including issues relating mental health across the borough. Initial activity involving the council includes providing training on Disability Awareness Day – 3 December along with a seminar encouraging disabled people to start their own business (rescheduled for February 2010). 

The Council is developing a community empowerment strategy which will incorporate best practice guidance – the ODI five principles. 
	

	During 2010/11 develop and implement a new community empowerment strategy that encourages greater participation of disabled people in community and civic life.
	


	Impact Assessment

	Impact assessments are an essential tool for ensuring that public authorities are meeting the duties in individual policies; service delivery and their employment practices.  
	

	Has the authority have adequate steps in place to ensure they carry out impact assessments? 
	

	The council has a three year equality impact assessment and the annual programme is integrated in the corporate plan, equality and cohesion strategy, service plans and those initiatives contained in the deliver plans for the Local Area Agreement. The published programme is monitored and reported through the performance framework for the council and report to the corporate equality and cohesion board and council management team.

The corporate equality and cohesion board is responsible for ensuring equality impact assessments take place using the council’s toolkit. All strategies and plans identify when an equality impact assessment will take place or the results arising from it.

All cabinet reports have to specify the considerations arising out of the equality impact assessments or state the equality impacts arising from the initiative. The council’s scrutiny function receives reports on a range of disability initiatives which have included ensuring swimming pools cater for disabled people; encourage greater participation in sport and examination of the proposal relating to a local mental health resource centre. The corporate equality and cohesion strategy is presented to scrutiny on an annual basis. 

In 2009/10 the council will undertake a review of the whole equality impact assessment process to ensure it adapts to changing best practice.
	

	Are adequate steps set out and/or is there an adequate tool to help staff conduct effective assessments and consult/ involve those who may be affected by the proposed policies (or current policies that have not yet been impact assessed)? (Required for RED and Recommended for  DED & GED) 
	

	Community members and staff groups are encouraged to participate in consultation in the development of strategy, policy and service. Measures are put in place to involve and consult with all staff including disability staff using partnership groups, community presentations, and council working groups. External/ internal and e-communications are also used to facilitate this process.

Achieving Access for All outlines best practice guidance on accessibility and the equality impact assessment toolkit outlines the steps and groups which should be involved in conducting assessments. The council offers a range of training to staff to ensure they can carry out the functions and tasks related to equality. Croydon’s accredited management development programme and induction course for all new staff include mandatory modules focussing on equality and carrying out impact assessment. The toolkit is available on the intranet, training is offered by HR, and advice provided by a central team or within officers within each department. 


	

	Does the authority include information on how it will consult/ involve relevant groups in its impact assessment process?
	

	The council’s equality impact assessment toolkit contains information on how it will consult and involve different groups. The council utilises a full range of consultation and involvement mechanisms and included in the development of strategies and plans.  These include the Local Strategic Partnership, Corporate Boards, staff groups, community networks and groups.
	

	Action

To published a revised equality impact assessment toolkit including guidance by identifying best practice and undertaking review of the current procedure.  

Devise a training programme to support the implementation of new arrangements including a possible management programme or forum session.
	


	Employment

	There are specific steps that authorities need to take to ensure they are paying 'due regard' in their employment practices.
	

	Have they included their arrangements for gathering staff info? Are these arrangements adequate and reflected in the action plan?
	

	The council has taken specific steps in relation to employment where the proportion of disabled staff (those who have declared) has more than doubled from 1.49% in 2005 to 9.13% in April 2009. The proportion of disabled staff in the top 5% of earners increased from 6% in 2005 to 7.07% in 2008.

In 2009 the authority completed workforce profiles which include an overarching document for the council and one for each department. These provide a range of information on grades, gender, age, disability, sexual orientation, religion and race. 

The council’s business management processes include the production of monthly data presented to the council’s management team and relates to job applications, promotion, performance, reasons for leaving, training, disciplinary proceedings, complaints, and staff survey. This information is available by race, gender, age and disability.

The council’s workforce strategy is developed using a range of and relates to the priority outlined in the equality and cohesion strategy - to be an exemplary employer of a modern and diverse workforce. The action plan includes a range of activity to support this priority undertaken each year including the DOWL project, undertaking a staff survey and developing actions arising from the findings.  


	

	Have they included details and analysis of employment data and what actions, especially where adverse impact is identified, are they are taking as a result?
	

	Action plans for each department are being developed during 2009/10 and are incorporated in workforce planning.  A new workforce audit will be undertaken at the end of March 2010 to take into account the restructuring and new actions will be incorporated into a revised workforce strategy. 

The council’s current programme aimed at encouraging under-represented groups to progress career opportunities which arise from an analysis of data include: 

· Delivery training including E-learning, bullying and harassment training and the aspiring managers’ programme. 

· Support the delivery of the DOWL project in conjunction with DASH. 

· Deliver joint workforce planning projects with Local Strategic Partnership.

· Launch a bullying and harassment hotline for staff. 

· Produce annual workforce report by March 2010. 
	

	Do the objectives include one on addressing the causes of any gender pay gap? If not, has the p/a given adequate reasons why not?
	

	The Council has gone through a single status programme to equalise pay across the organisation, which was completed at the beginning of 2009.  Gender is included in workforce profiles and incorporated in to action plans.
	

	Has the action they are taking on their employment practices been informed by evidence; consultation with staff and involvement of disabled staff?
	

	During 2009 staff opinion survey was conducted and additional focus groups held to identify key issues for staff. Departments have developed action plans to address issues identified with the survey results. An example if targeted anti-bullying training and disability awareness training.
	


	Publication 

	Publishing information about its equality work enables authorities to be transparent and can also instil public and staff confidence in their work. 
	

	Has the authority published the results of its impact assessments, consultation and monitoring results?
	

	The Council’s Equality and Cohesion Strategy (which is reviewed every year) contains a detailed action plan and a programme of equality impact assessments. It is published on the web and widely circulated.

Equality Impact Assessments are published on the intranet and summaries are available on the web along with contact details of the lead officers. Equality impact assessments can be made available using the Freedom Of Information request.

Consultation and Involvement takes place on a vast scale and is integrated in everything the council does, at all levels. An example includes the visioning work, with workshops especially for disabled people and through the Community Cohesion Partnership conference.  

The ‘Achieving Access for All’ guidance is available to the council and partners. It is being refreshed with the involvement of Croydon’s Disability Forum, staff from the Workers with a Disability Group and officers who provide specialist services to disabled people. 
	

	Has the authority published its latest annual report on the duties and does it show that demonstrable progress has been made in fulfilling duties?
	

	The review of the duties set out in this assessment will appear on the Council website; Talk2Croydon, circulated to the Corporate Equality and Cohesion Board and community groups. 

Feedback will be considered and as appropriate actions will be developed for inclusion into the forthcoming refresh of the council’s equality and cohesion strategy. Alternatively feedback will be circulated to other council departments and partnership currently developing new strategies and plans. 
	

	Does the authority commit to reviewing and republishing its scheme within three years?
	

	The authority reviews the Equalities and Cohesion strategy annually. The strategy is also presented to Cabinet and Scrutiny.   
	


	Public access to information

	Authorities need to consider how to make its information, including its equality schemes, as accessible to different groups as possible.
	

	Does the authority explain how it will make information accessible; including how it will monitor any barriers and how it will try and remove any barriers?
	

	The Council’s Equalities and Cohesion strategy is on the internet and intranet.  The scheme is also available in large print, audio tape, Braille and languages other than English on request. All council publications can be requested in different formats.

The Council’s Equality Policy Statement is posted throughout its buildings, circulated to community groups and suppliers, and partners highlighting our commitments. 

Strategies and action plans are made available to the council’s workers with a disability forum for consultation to a wider group, through the corporate equality and cohesion board; they are published in the intranet, community websites and circulated to community groups including Croydon’s disability forum.

‘Achieving Access for All’ is a best practice guidance document for staff and partners outlining how barriers can be removed. It is currently being refreshed and available on the intranet. 

The Council’s website has achieved AA standard for website accessibility and has a text only version of the website.  A new Communications Strategy is being drafted at the moment, and the needs of disabled people will be embedded in the strategy.

Accessibility information is on the home page of the Council’s website setting out the accessibility of the website.  The Council’s website also promotes the Disability Go website, allowing easy access for users and detailed information for residents, staff and partners.

The Council’s newspaper ‘Your Croydon’ publishes a range of articles informing local residents of key community issues and successes. It ensures images are inclusive promoting the positive contribution disable people make to the borough.

Croydon’s Translation and Interpretation service has detailed information on the Council’s website, and includes a link to encourage more community members to become translators and interpreters.

The council receives feedback from those accessing services, staff groups and community forums which is used to improve accessibility. 
	

	Action

Communications should adopt the following five ODI principles which are essential to make sure that services and information are designed and delivered to a high standard, this will include ensuring publications are in 12 point. These are: ensure that disabled people are involved from the start; provide information through a range of channels and formats; ensure your information meets users' needs; clearly signpost other services; and always define responsibility for information provision. 

Examine the feasibility of undertaking mystery shopper exercises to identify areas where barriers exist.
	

	Was the equality scheme easy to access?
	

	The Council’s Equalities and Cohesion Strategy is on our website and on request. 


	


