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1. Foreword

Dave McLuckie, Chairman 

I have pleasure in presenting the Cleveland Police Authority Single Equality Scheme 2008 – 2011. This document sets out the Authority’s aim to ensure that our policies and procedures comply with legal requirements in diversity and equal opportunities legislation. Therefore this scheme covers the diversity strands of race, disability, age, sex, sexual preference, religion and belief, and also the relevant provisions of the Human Rights Act 1998. 

It is our aim to tackle any institutional discrimination that is present in the provision of policing services and in employment practices. We aim to promote equality of opportunity between people of different racial groups, disabled and non-disabled people, men and women.
This Police Authority Single Equality Scheme complements the Force Single Equality Scheme and aims to extend the coverage to areas that are not included within the Force Scheme, for instance, Member appointments, the Independent Custody Visitor scheme and Police Authority consultation activities.
This Scheme includes an Action Plan to ensure that both the Authority and Force are dealing with issues of indirect discrimination. This is a living document that will be changed in light of experience gained.
 I would encourage any employee, stakeholder or service user to contact the Authority if they have any issues with the content or application of this Scheme. Please refer to section 6 for details of how to contact us.

Dave McLuckie, 

Chairman, Cleveland Police Authority

2. Introduction

2.1 An overview of CPA in relation to the Force and the public.

Cleveland Police Authority (CPA) is the independent statutory body responsible for overseeing the services provided by Cleveland Police, including providing strategic direction to the Force. A crucial part of this role is consulting with the community and stakeholders to assist in setting policing priorities, and holding the Chief Constable to account for the performance of the Force. A list of the core functions of Cleveland Police Authority, including their relevance to diversity and equality issues, is attached as Appendix A. The assessment of relevance is related to the extent of impact on diversity and equality issues. These functions will be reviewed every 3 years along with the Single Equality Scheme. The review will consider how improvements to the Scheme and functions can be identified and implemented.
The Authority holds regular public meetings at which papers are discussed which focus on scrutiny, strategy and service delivery. Each year an outline schedule of reports is published which aims to cover all legal requirements, including reporting on diversity and equality issues and the operation of the Force and Authority Single Equality Schemes.

CPA has 17 Members and 8 officers. There are 9 Councillor Members, three Magistrate Members and 5 Independent Members, who together form a democratic link between the public and the police and who also bring a mix of skills and experience to the Authority, including diversity issues. 

CPA works with the police force and partners to promote and deliver a wide agenda focusing on safer and stronger communities. 

The Police and Justice Act 2006 creates a positive duty for Police Authorities to promote equality and diversity within the police force maintained for its area, and within the authority. 
The responsibility for operational activities and day to day management of Cleveland Police rests with the Chief Constable. Cleveland Police Force has established an overarching Single Equality Scheme, which is to be found on the Force’s website and also on its intranet site. Most citizens and employees interface with policing via the Force and therefore CPA scrutinises the application of the Force Single equality Scheme. This Police Authority Single Equality Scheme adheres to and complements the Force Single Equality Scheme.

The Force has a Diversity Unit to oversee its work and the Authority has access to this resource and its expertise.

The Force has a Diversity and Equality Strategy Group, chaired by the Assistant Chief Constable (Corporate Development), on which the Authority is represented alongside the Force service units and Districts. In this way the Authority has an input to the diversity strategies of the Force and can identify issues to be tasked to the Force Diversity and Equality Action Group. 

The Authority has a Lead Member for Race and Diversity who attends the Force Independent Advisory Group meetings, the APA Race and Diversity Group meetings and the APA BME Group meetings. This enables the Authority to be kept informed of all current issues at both local and national level.

2.2 Priorities for the Single Equality Scheme

The law requires both the Police Authority and the Force to publish Equality Schemes for Race, Disability and Gender. Both organisations have chosen to produce an over-arching Single Equality Scheme to include the six strands of diversity – race, religion and belief, disability, gender and transgender, sexual orientation and age. 

A key aim of the Authority’s Single Equality Scheme is to tackle any institutional discrimination that may be present within the provision of services and employment practices. The aim is to detect and eliminate discrimination in policies and procedures that occur due to prejudice, ignorance and thoughtlessness.

Equality and diversity are seen as central to the Authority’s activities. In order to ensure that policies and procedures are fairly administered and that there is no negative impact with regard to diversity issues, the Authority will:

· Assess whether there is any negative impact in the policies and procedures to recruit/appoint Members, officers and Independent Custody Visitors.

· Scrutinise Force impact assessments of policies and procedures relating to the provision of policing services, and impact assess policies and procedures relating to services provided exclusively by the Authority.

· Take positive action to address any inequality, disadvantage or discrimination.

· Encourage people to contact the Authority if they believe that they have experienced a disadvantage relating to diversity issues.

Benefits

Key benefits of promoting equality and diversity are:

· Increase public trust and confidence in policing.

· Improve the performance of the Police Authority and Force.

· Improve recruitment and retention of staff from under-represented groups.

· Improve interaction with diverse communities.

· A lasting change in the organisational culture to eliminate discrimination.

Tackling Harassment and Discrimination 

The Authority is committed to tackling all forms of harassment and discrimination. This is built into our Framework for Corporate Governance, Codes of Conduct for Members and Officers and the employment contracts. A Dignity at Work Policy/Procedure is in place and it is our policy to make sure that it reflects best practice and that all employees are aware of the support and advice available if they experience harassment or bullying.  

Whistle Blowing

The Authority has a “whistle blowing” procedure, which extends protection to employees who want to report bad practice without fear of being victimised as a result. This is incorporated within the Code of Corporate Governance.
Training Employees in Equality and Diversity

An Equality and Diversity Training Plan was approved by the Authority in 2006, covering all Members and officers.  The purpose of the plan is to provide Members and officers with the skills and knowledge they need to ensure that equality becomes part of their day to day activities. The plan will also help to create a culture where diversity is truly valued and is seen as an asset to help deliver all Police Authority objectives. This training was extended to Independent Custody Visitors in 2007/8.   

The Cleveland Police Authority approach to training includes:

· Ascertaining the different training needs for Members, officers and Independent Custody Visitors.   

· Deciding the content of the equality and diversity elements to be included in training initiatives, from both a service delivery and an employment perspective. 

· Note the Police Race and Diversity Learning and Development Programme, including the new National Occupational Standards. 

CPA will evaluate the overall equality and diversity training programme annually as part of the overall PDR process.  If there is evidence to show that the training needs to be changed or enhanced, this will be done.

2.3 Equality Impact Assessments

Discrimination is usually not intended, it happens because a policy or procedure has not considered a wide range of different needs. Disability, Race and Gender Equality Impact Assessments are a legal requirement for all public bodies. It is a systematic way of finding out whether a policy or procedure will have an adverse impact on any employee, Member or stakeholder. Equality Impact Assessments must be open to scrutiny.

Many impact assessments have been carried out by the Force and Authority that cover areas of employment and service provision over which the Authority has a responsibility. In 2005 the Authority carried out an impact assessment with regard to its Race Equality Scheme. 

A separate series of equality impact assessments, covering the areas of recruitment and services provided by CPA, were undertaken during May 2007 when the Single Equality Scheme was developed. Further equality impact assessments have taken place as and when required and these are reported in the annual Single Equality Scheme update report to the Policy and Resources Panel of Cleveland Police Authority. The proforma used for equality impact assessments is included as Appendix B. 

In addition, an assessment of negative impacts on equality experienced by, or evident to, Members, Officers and Independent Custody Visitors while carrying out their duties was undertaken (see section 3 below). 

2.4 Enforcement
‘Due Regard’ 
For the statutory Equality Schemes – Race, Disability and Gender – Cleveland Police Authority and Force must give due regard to the need to meeting the General Duties of these Schemes when carrying out their functions. “Due regard” comprised of two linked elements - proportionality and relevance. Therefore the weight Cleveland Police Authority gives to race, disability and gender equality should be proportionate to its relevance to a function concerned. 
The Commission for Equality and Human Rights (CEHR) will have enforcement powers on the statutory Equality Schemes. The general duties can be enforced through judicial review or by compliance notice. The specific duties are legally enforceable through compliance notices by the CEHR.

3. Consultation


3.1 District Diversity Days

Officers and Members from the Police Authority attended the Force “District Diversity Days” held in each of the four Districts during March 2007, where the Single Equality Scheme was the focus of workshops. Police Authority officers facilitated at these events and the evidence gathered fed directly into this Police Authority Single Equality Scheme.

Participants at these events came from a wide variety of partners, stakeholders and voluntary agencies and groups from across Teesside – over 300 participants with representation from over 50 organisations. During the workshops, each strand of diversity was covered separately and community issues were raised. Conference attendees were asked to provide their own relevant diversity questions and interactive voting pads were used to obtain feedback and to ascertain views. 

The feedback on the feasibility and effectiveness of a Single Equality Scheme can be summed up as follows:

· Age. There was a feeling that this strand of diversity might get lost within the broader scheme. There is a need to include young people when discussing this issue.

· Disability. There is a need to explain the different types of disability and not to stigmatise people who are disabled. There is a need to take account of those that are housebound and those with mental health problems. The issue of motorcycle gates and disabled access was raised. The Police Authority should have a policy to consult more with disability groups and to influence the provision of complementary services such as texting services for the deaf and speech impaired.
· Gender/Transgender. There is a feeling that this strand of diversity might get lost within the broader scheme and a recognition that this strand cuts across all of the other strands of diversity. There is also a recognition that a Single Equality Scheme cannot break down old cultural barriers.

· Race. There is a feeling that separate groups might lose their identity and that the range of issues is very broad. There is a recognition of the need to take account of the non-visible ethnic groups such as Eastern Europeans and Travellers. This has been fed into the Communications and the Consultation Strategies.
· Religion and Belief. There is a recognition that religion and belief crosses over all strands of diversity and also a recognition that cultural and religious beliefs may conflict with each other and with other diversity issues. This should be monitored. There is a need to take account of religious holidays, festivals and values in employment practices. There is not enough consultation with young people regarding religion and belief.

· Sexual Orientation. There is a concern that this strand may become diluted by conflicts of interest and other priorities. It was noted that there is a possible conflict between religious beliefs. The question was asked, is society mature enough to amalgamate this strand of diversity? It was recognised that the focus must be on outcomes and not just producing the scheme document. The focus should be on overcoming prejudices in society. It is important that the Scheme has a mechanism in place to deal with conflicts. The message is that all people have a sexual orientation - don’t label them.


3.2 Consultation with Members

Consultation on the Authority’s Single Equality Scheme took place in May 2007. There were 9 responses. The feedback was as follows:

1. The appointment process issues.


No issues were raised.

2. Issues with duties of Members.

Comment that training requirements should be continually assessed. Comment that diversity should be part of induction training. There is a suggestion that Members be given training on religious beliefs.

3. Issues with service delivery for the Authority.

Few issues were raised. Comment that the Ladgate Lane lifts are problematic, with the main lift out of use for the last 12 months.


3.3 Consultation with Officers

Consultation on the Authority’s Single Equality Scheme took place in May 2007. There were 9 responses. The feedback was as follows:

1. The appointment process issues.

Query as to access to advertisement by diverse groups. Comment that diversity targets should be set by the Authority.

2.  Issues with employment.

Comments that no diversity training has been received yet officers are expected to deal with diversity issues. Comment on the need to emphasise that all officers must take diversity and equal opportunities issues into account in all work situations. Comment on the need to make adjustments at work for disabilities.

3.  Issues with service delivery for the Authority

Comment on problems transferring Police Authority documents to Braille. Comments on lift problems at Ladgate Lane, with the main lift having been out of use for the last 12 months. Comment that older police buildings may have disability access problems. Comment that policing services may have language barriers. Comment on changing room issues for transgender officers.

Comment that deaf people do not always have a means of contacting us. Should the Authority/Force advertise a texting number?

3.4 Consultation with Independent Custody Visitors

Consultation on the Authority’s Single Equality Scheme took place in May 2007. There were 10 responses. The feedback was as follows:

1. The appointment process issues.


No issues were raised.

2. Issues with duties for ICVs.

Comment on the requirement for diversity and equality training at induction - also problem solving training. Comment on need to ensure that religious and cultural restrictions do not affect the ability of volunteers to do their job. Other comments that the diversity and equal opportunities training provided in February 2007 was beneficial. Parking at Kirkleatham is mentioned as a problem.

3. Issues with the ICV process, including custody processes.

Comment on access problems to older properties. Comment on cultural and religious requirements and restrictions for those in custody that all ICVs should be made aware of.

3.5 Consultation on the likely impact of policies and procedures.

When the Authority is considering new policies and procedures that might have a medium or high impact on diversity and equality issues, it will complete an equality impact assessment and endeavour to consult with those citizens or staff who are likely to be most affected by the policy or procedure. The assessment and feedback will be reported to Members when the proposals are formally considered. All information will be made available at public meetings and the reports will be published on the Police Authority web site.
4. Diversity Strands Covered

4.1 Disability Equality Scheme 2008-2011

This scheme sets out the vision which the Authority has to eliminate unlawful discrimination and to promote equal opportunities for all people who come into contact with us. This scheme will complement the Force’s Disability Equality Scheme. 

Disabled people as employees, Members, Independent Custody Visitors and service users can expect to be treated with respect and to have their particular needs met. The service they receive from the Authority will not be diminished because they are disabled. The Authority will take steps to raise awareness of this commitment with Members, officers, Independent Custody Visitors, partners and stakeholders.  

Introduction to the scheme 

The Disability Discrimination Acts (DDA) 1995 and 2005, and the Disability Discrimination (Public Authorities) (Statutory Duties) Regulations 2005, were introduced in order to improve opportunities for disabled people and to establish and review Disability Equality Schemes. It is unlawful to discriminate against a person because they experience disability. Public authorities must make ‘reasonable adjustments’ to ensure that disabled people can access services and employment. 

The Disability Discrimination Regulations 2005 require public authorities such as Cleveland Police Authority to produce a Disability Equality Scheme explaining how they intend to fulfil their duties under the Disability Discrimination Acts 1995 and 2005. When carrying out their functions, public authorities must have due regard to six General Duties:

· Eliminate unlawful disability discrimination.

· Eliminate disability related harassment. 

· Promote equality of opportunities for disabled persons.

· Promote positive attitudes towards disabled persons.

· Encourage participation by disabled persons in public life.

· Take account of the needs of people with disabilities, even where this involves treating disabled persons more favourably than others.

Current Status

This Authority Disability Equality Scheme supersedes the original Disability Equality Scheme published in April 2007. It acts so as to complement the Force’s Disability Equality Scheme, which can be found on the Force’s website and intranet site. The Force continues to make adjustments to buildings and equipment so as to assist disabled access. The Authority scrutinises the application of the Force scheme. 

The Authority is committed to providing assistance for disabled persons who wish to join the Authority as Members, officers or Independent Custody Visitors. Please also refer to appendix C.

Specific Duties

The General Duty of the DDA 2005 requires the Authority to adopt a proactive approach to disability equality in all decisions and activities, including policy, practice, planning, service delivery, employment and training. 

The specific duties of the DDA 2005 are as follows:-

1. Produce and publish a Disability Equality Scheme, which should demonstrate how the organisation intends to fulfil both the general duty and the specific duties.

2. Involve disabled people in the development of this scheme.

3. Ensure that the scheme includes a statement detailing: 

a. The involvement of disabled people in its development. 

b. The methods for impact assessment. 

c. The steps taken to fulfil the requirements of the general duty. 

d. The need for an action plan. 

e. The arrangements for gathering information in relation to employment and, where appropriate, the delivery methods for the functions. 

f. Arrangements for putting information gathered into use. 

4. Carry out the projects contained in the action plan (unless it is unreasonable or impracticable to do so) within three years of the scheme being published. 

5. Put into effect the arrangements for gathering and making use of information. 

6. Publish a report summarising the steps taken to achieve the proposals contained in the action plan and the results of information-gathering exercises, along with details of how the information has been used. 

General

The Authority will make funds available for itself and the Force to enable fulfilment of obligations under the Disability Discrimination Acts 1995 and 2005, including necessary adjustments to the workplace, as required. 

Employment

Please refer to Appendix D.

Appointment of Members

Please refer to Appendix D.

CPA Consultation and Communication Activities

Cleveland Police Authority will ensure that its Consultation Strategy includes a commitment to consult with disabled groups over the 3 year cycle of consultation and that this will feed into the Policing Plan process. Where necessary, assistance such as BSL interpreters will be provided at consultation events. Please also refer to Appendix E.
Partnership Working

The Authority will seek to develop a joint partnership approach to equality and diversity issues in future shared consultation exercises. The Authority will participate in partnership forums whose purpose is to enhance service provision for disabled people.

Complaints Handling

In general, the Authority will follow the principles of the Force Disability Equality Scheme Complaints and Contact section insofar as complaints are concerned. The Authority will refer any complaints that are not specific to the Authority to the Force Diversity Unit for action. Complaints specific to the Authority will be dealt with by the Monitoring Officer, subject to advice being sought from the Diversity Unit and solicitor, as required. Disability complaints will be reported quarterly to the Performance and Audit Panel as part of the Health and Safety Report. 

Independent Custody Visiting 

Please refer to Appendix B for details of the appointment protocol. The Authority will aim to train Independent Custody Visitors to assess and report on disability issues within their duties when visiting police establishments. Any issues raised will be treated in the same way as complaints (see above).

Disability Equality Scheme Consultation

This Scheme has been produced using consultation feedback from disabled people who attended “District Diversity Days” held in each of the four Districts during March 2007. There was also consultation input from Members, officers and Independent Custody Visitors, and via equality impact assessments. Please refer to section 3 above and Appendix B for details.

In addition, Police Authority officers participate in disability consultation on an ad hoc basis, for example, participating in events that were part of the Deaf Awareness Weeks in 2007 and 2008. 

Monitoring the Scheme

Annual reports will be published and presented to the Police Authority covering the monitoring and assessment of activities in respect of diversity and equality issues, both from an Authority and a Force perspective. Details can be found in the Action Plan in section 5 below. The scheme will be reviewed in 2011.

4.2 Gender Equality Scheme 2008-2011

This scheme sets out the vision which the Authority has to eliminate unlawful discrimination and to promote equal opportunities for all people who come into contact with CPA. This scheme will complement the Force’s Gender Equality Scheme. There is also a commitment to promote family friendly policies, including recognition of care responsibilities.
Introduction to the scheme 
The Authority has a legal duty to comply with the provisions of the Sex Discrimination Act 1975 (as amended) and the Sex Discrimination Act 1975 (Public Authorities) (Statutory Duties) Order 2006 in relation to the establishment and review of a Gender Equality Scheme. The Authority is also mindful of its duty to comply with employment legislation and regulations such as the Employment Act 2002 and the Part Time Workers (Less Favourable Treatment) Regulations 2000.

The Equality Act 2006 created the Gender Equality Duty for the public sector. The Gender Equality Duty has two parts to it; the “general” duty and the “specific” duty. 

 The general duty places a legal duty on the Authority to:

· Promote equality of opportunity between men and women. 

· Eliminate unlawful discrimination and harassment

To help meet its general duty, the Authority has a specific duty to:

· Produce a Gender Equality Scheme identifying its gender equality goals and actions to meet them, in consultation with the Force, employees and other stakeholders.

· Monitor and review progress in implementing the scheme.

· Review the Scheme at least every three years.

· Develop, publish and regularly review an equal pay policy, including measures to address adverse impact on employment, development and promotion.

· Conduct and publish gender impact assessments of all major policy developments, and publish the criteria for conducting such impact assessments.

The Authority has to review policies and procedures in relation to recruitment, flexible working arrangements, employee development and retention for men and women. It also has to review policies and arrangements on leave, retirement, equal pay, redundancy, grievance and discipline. This is mainly discharged by reports presented to the Performance Panel by the Force.

This scheme takes account of the Sex Discrimination (Gender Reassignment) Regulations 1999, the Equality Act (Sexual Orientation) Regulations 2007 the Gender Recognition Act 2004, which provides for equality of opportunity for the transsexual community in the areas of pay, employment and training. Gender recognition means that transsexual people must be treated as of their new sex for all legal purposes, including in the workplace. To qualify a transsexual person must have been diagnosed as having gender dysphoria and have had gender reassignment surgery.

Purpose of the Scheme

The broad purpose of this Scheme is therefore to:

· Show how the Authority intends to mainstream gender equality in all areas of its work.

· Dovetail this Gender Equality Scheme with that of the Force. 

· Meet the legal duties and make gender equality a reality.

· Set out our priorities on how the Authority intends to tackle gender inequality, eliminate discrimination and promote equality of opportunity between women and men.

Activity already in place.

Some specific gender equality policies and procedures are in place:

· The Authority closely monitors the force recruitment process with reference to the target for female officers compared to overall force strength.

· The Authority supports the force procedures for dealing proactively with domestic violence and it has funded projects such as offender rehabilitation training and the provision of a sexual assault referral centre.

· The Authority is committed to being a “family friendly” employer and will provide flexible working conditions to suit families, striving to ensure that the take up of flexible working has no detrimental affect on employment or service provision. 

· The Authority is committed to carrying out an equal pay audit and review within the timeframe of this scheme. 

· The Authority is committed to increasing the female representation within its Membership within the timeframe of this scheme. 

General

The Authority will make funds available for itself and the Force to enable the fulfilment of obligations under the Equality Act 2006. 

Employment of Staff

Please refer to Appendix C.

Appointment of Members

Please refer to Appendix C.

Consultation and Communications Activities

Please refer to Appendix D.

Partnership Working

The Authority will seek to develop a joint partnership approach to diversity and equality issues in future shared consultation exercises. 

Complaints Handling

In general, the Authority will follow the principles of the Force Single Equality Scheme insofar as complaints are concerned. The Authority will refer any complaints that are not specific to the Authority to the Force’s Diversity Unit for action. Complaints specific to the Authority will be dealt with by the Monitoring Officer, subject to advice being sought from the Diversity Unit and solicitor, as required. 

Independent Custody Visiting 

Please refer to Appendix B for the appointment protocol. In addition, the Authority will aim to train ICVs to assess and report on gender issues within their duties when visiting police establishments. Any issues raised will be treated in the same way as complaints (see above).

Equal Pay Review 

The Authority is committed to carrying out an equal pay audit and review.  Both the Authority and the Force have a legal obligation to comply with the Equal Pay Act. The review will identify and inform the Authority of the possible risks and responsibilities relating to Equal Pay. It will focus on identifying and eliminating any pay gaps between jobs of equal value. 

Gender Equality Scheme Consultation

This Scheme has been produced using consultation with Members, officers and Independent Custody Visitors, equality impact assessments and evidence from consultation events run in collaboration with Cleveland Police. Please refer to section 3 above and Appendix B for details.

Monitoring the Scheme

Annual reports will be published and presented to the police authority covering the monitoring and assessment of service delivery in respect of diversity and equality issues, both from a Force and an Authority perspective. The scheme will be reviewed in 2011.

4.3 Race Equality Scheme 2007-2010

Cleveland Police Authority is committed to promoting race equality and eliminating discriminating in all areas of employment and policing services. To further this policy, Cleveland Police Authority will foster close working relationships with the Force’s Diversity Unit and also the Independent Advisory Groups within the Cleveland area.

Introduction to the scheme 

The Race Relations Act 1976 (Statutory Duties) Order 2001 is the Statutory Instrument that requires the Authority to publish a Race Equality Scheme. This Scheme sets out the vision which Cleveland Police Authority has to eliminate unlawful discrimination and to promote equal opportunities for all people who come into contact with policing activities. This plan will complement the Force’s Race Equality Scheme. 

General Duties

The Race Relations Act 1976, as amended by the Race Relations (Amendment) Act 2000, places a statutory general duty on the Authority to:

· Eliminate unlawful racial discrimination.

· Promote equality of opportunity.

· Promote good relations between people of different racial groups.


Specific Duties for the Authority, under the auspices of the Act, came into force in May 2002:

· To develop, publish and implement a Race Equality Scheme.

· To monitor the implementation of the Scheme and to publish relevant data on an annual basis, particularly in relation to employment practices.

· Publish an impact assessment.

Aims and Objectives of the Authority

These aims and objectives were first published in 2005 and they continue to apply:

1. To demonstrate strategies and leadership for race equality issues within the policing environment.

2. To be transparent and accountable for both the Authority’s and the Force’s policies and service delivery to all of the communities served, and to incorporate race and equality aims and objectives into strategies and procedures.

3. To achieve employee and user satisfaction and, by so doing, improve public confidence and trust in policing.

4. To work closely with the Force and other strategic partners to promote racial equality and to increase trust and confidence in policing among ethnic communities.

5. To develop greater awareness of the communities we serve and liaise, where appropriate, with partners and other agencies to provide an integrated approach.

6. To monitor and scrutinise the Force’s approach to race equality.

7. To assess and consult on the likely impact of proposed policies on the promotion of race equality, and to monitor policies for any negative impact.

8. To train officers, Members and Independent Custody Visitors in connection with their general duty to promote race equality.

9. To check the Force’s statutory performance indicators that monitor the service impact on persons from ethnic minorities.

Activity already in place

The Authority has a Lead member responsible for diversity and equal opportunities issues. It has a nominated officer to support this. The Authority Member or officer attends the meetings of the Force Diversity and Equality Strategy Group.

Diversity training is held for all Members, officers and Independent Custody Visitors, with training needs assessments carried out annually. The focus is on awareness of the Race Relations Act 1976 (as amended), the Race Equality Scheme, the concept of institutional discrimination and the Police Authority’s role and functions in relation to its statutory duties. The Association of Police Authorities’ training and support packages are utilised and disseminated to assist in this process.

Independent members of Appointments Panel and the Standards Committee are made aware of how the general and specific duties of the Scheme affect their responsibilities. 

The Lead member for Diversity and the Head of Members Services undertook an impact assessment of the Authority’s and Force’s policies and functions during 2005/6, which continues to be relevant. Particular emphasis was placed upon employment policies. Each policy and function was assessed to determine its relevance to the general and specific duties of the Race Equality Scheme and whether there were any identifiable adverse impacts on specific racial groups, including any public concerns about this. 

At that time, the Authority consulted with the Independent Advisory Groups as part of its equality impact assessment process. These groups were able to comment on the policies and functions with regard to adverse impact on specific racial groups and other areas of public concern.

The Authority, being the employer of the police staff, regularly monitors employment data for evidence of adverse impact on racial groups. This includes applications, appointments, promotions, resignations, grievances and issues with training and work duties.

The Authority monitors the composition of the Authority Members, officers and Independent Custody Visitors – see Appendix G.  Cleveland Police Authority is committed to becoming an employer whose workforce is truly representative of the communities within Cleveland. The Authority will strive towards identifying and removing any deterrent to attracting staff from minority backgrounds to work for the Authority and to become Members of the Authority. In recruiting Members, the Authority consults with BME groups, utilising the members of the IAG to disseminate information. Please also refer to Appendix C.

The Authority also monitors police officer and staff recruitment and promotion policies and outcomes, including senior ranks. Quarterly HR reports are submitted to the Police Authority and these are subsequently available to the public via the web-site.

In 2005, the Authority drafted an Action Plan to take forward necessary actions to ensure compliance with the general and specific duties of the Race Equality Scheme. This was put before the Police Authority Executive for approval in June 2005. The outstanding actions from this plan are included within the action plan in section 5 of this Single Equality Scheme. 

In 2005, certain Force and Authority policies were identified as potentially high impact and therefore requiring priority attention, as follows:

· Recruitment procedures.

· Probationary procedures.

· Equal opportunities policies.

· Discipline procedure.

· Capacity procedure-performance.

· Appraisal procedure.

· Consultation Strategy. 

· Communications Strategy.

· Independent Custody Visitors Scheme.

· Complaints Procedure.

· Code of Conduct.

Subsequently, the Force Equality Impact Assessments have covered most of these policies and procedures, with the Police Authority Impact Assessments in May 2007 complementing these and covering its unique areas of responsibility. An impact assessment of the new Stop and Search policy for the Police Authority was carried out in 2008.

 Important Considerations for Race Equality.

It is important to ensure the following:

· That all racial groups are consulted prior to policing policies and priorities being established.

· To maintain an effective police force by scrutinising the fairness of its employment policies and practices.

· To oversee complaints against the police and disciplinary matters.

· To monitor the welfare of people kept in police stations.

· To train all staff, Authority Members and Independent Custody Visitors in issues of race and equal opportunities.

· That the Authority receives regular reports from the Chief Constable to assure itself that the Force has undertaken impact assessments and produced relevant Action Plans.

· That the Force has assessed the relevant statutory performance indicators relating to race, including scrutiny of the stop and search process, and has taken any necessary steps to improve equality of service provision and reduce adverse impacts.

Complementing the Force Race Equality Scheme

Cleveland Police Force has the greatest impact and influence over the broader areas of employment, service delivery and consultation with the public. This Authority Race Equality Scheme aims to complement the Force Race Equality Scheme and to establish effective scrutiny of the Force Scheme.

General

The Authority will make funds available for itself and the Force to enable the fulfilment of obligations under the Race Relations Act 1976, the Race relations (Amendment) Act 2000 and the subsequent 2003 Regulations. 

Employment

Please refer to Appendix C.

Appointment of Members

Please refer to Appendix C.

Consultation and Communication Activities

Please refer to Appendix D.

Partnership Working

The Authority will seek to develop a joint partnership approach to diversity and equality issues in future shared consultation exercises. 

Complaints Handling

In general, the Authority will follow the principles of the Force’s Race Equality Scheme insofar as dealing with complaints is concerned. The Authority will refer any complaints that are not specific to the Authority to the Force’s Diversity Unit for action. Complaints specific to Cleveland Police Authority will be dealt with by the Monitoring Officer, subject to advice being sought from the Diversity Unit and solicitor, as required. 

Independent Custody Visiting 

Please refer to Appendix B. In addition, the Authority will aim to train ICVs to assess and report on race issues within their duties when visiting police establishments. Any issues raised will be treated in the same way as complaints (see above).

Race Equality Scheme Consultation

The Authority carried out many consultation exercises when developing its Race Equality Scheme in 2005. This Single equality Scheme has been produced using consultation feedback from the BME community who attended “District Diversity Days” held in each of the four Districts during March 2007. There was also consultation input from Members, officers and Independent Custody Visitors, and via equality impact assessments. Please refer to section 3 above and Appendix A for details.

Monitoring the Scheme

Annual reports will be published and presented to the police authority covering the monitoring and assessment of service delivery in respect of diversity and equality issues, both from a Force and an Authority perspective. The scheme will be reviewed in 2011.

4.4 Age Discrimination Regulations

The legal requirements for employers are laid down in the Employment Equality (Age) Regulations 2006.The Regulations apply to employment and vocational training. These regulations outlaw discrimination in employment and vocational training on the grounds of age (of people of any age). The Regulations affect the Authority and Force as follows:

· Prohibit age discrimination in terms of recruitment, promotion and training. 

· Prohibit unjustified retirement ages of below 65. 

· Remove the current age limit for unfair dismissal and redundancy rights.

· Remove the age limits for Statutory Sick Pay, Statutory Maternity Pay, Statutory Adoption Pay and Statutory Paternity Pay, so that the legislation for all four statutory payments applies in exactly the same way to all.

· Remove the lower and upper age limits in the statutory redundancy scheme, but leave the current age-banded system in place.

· Provide a right for employees to request working beyond retirement age and a duty on employers to consider that request.

· Provide a new requirement for employers to give at least six months notice to employees about their intended retirement date so that individuals can plan better for retirement, and be confident that "retirement" is not being used as cover for unfair dismissal.

· The Employment Equality (Age – consequential amendments) Regulations 2007 added age to the list of grounds for unlawful discrimination under the Disputes Resolution Regulations, to which the grievance procedure applies.

However, certain aspects of age-related conditions are allowed:

· Allow pay and non-pay benefits to continue which depend upon length of service requirements of 5 years or less or that recognise and reward loyalty and experience and motivate staff.

·   Provide exemptions for many age-based rules in occupational pension schemes. 

4.5 Religion & Belief Regulations

The legal requirements for employers are laid down in the Employment Equality (Religion and Belief) Regulations 2003 and Part 2 of the Equality Act 2006 (discrimination in relation to religion and belief). The Religion or Belief Regulations apply to discrimination and harassment on grounds of religion, religious belief or a similar philosophical belief. They cover discrimination and harassment on the grounds of perceived as well as actual religion or belief (i.e. assuming – correctly or incorrectly – that someone has a particular religion or belief). The Regulations also cover association, i.e., being discriminated against on grounds of the religion or belief of those with whom you associate (for example, friends and/or family).

The Regulations apply to recruitment, terms and conditions, pay, promotion, transfers and dismissals.

These regulations outlaw discrimination in employment and vocational training on the grounds of religion or belief, as follows:

· Direct discrimination – treating people less favourably than others on grounds of their religion or belief. 

· Indirect discrimination – applying a provision, criterion or practice which disadvantages people of a particular religion or belief which is not justified as a proportionate means of achieving a legitimate aim. 

· Harassment – unwanted conduct that violates people’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment. 

· Victimisation – treating people less favourably because of something they have done under, or in connection with, the Regulations, e.g., made a formal complaint of discrimination or given evidence in a tribunal case. 

The regulations mean that the Authority and Force must abide by the following:

· Cannot refuse access to training, or to promotion, on the basis of religion or belief; 

· Must act to protect employees against bullying or harassment suffered on grounds of religion or belief. The “perception” of the person suffering the harassment is crucial; 

· Cannot deny workers benefits (facilities and services) that they offer to other employees – for example, insurance schemes, travel concessions, social events – on the basis of religion or belief; 

· Cannot give an unfair reference when someone leaves because of their religion or belief.

· An employer cannot refuse to employ someone, nor decide to dismiss someone, because of their religious belief unless there is an “exception for genuine occupational requirement”.  Details of this exception are detailed below.

Goods and Services, etc.

The religion or belief provisions of Part 2 of the Equality Act 2006 prohibit discrimination on the grounds of religion or belief (or lack of religion or belief) in the provision of goods, facilities and services, in education, in the use and disposal of premises, and in the exercise of public functions.

Areas which are exempt or not covered:

· The Religion or Belief Regulations do not protect against discrimination and harassment on grounds of belief not akin to a religion or similar philosophical belief (e.g. being a fanatical supporter of a particular football club or being a supporter of a particular political party because of strongly held political views).

Are there circumstances where an employer may discriminate on the grounds of religion or belief?

An employer may be exempt from provisions within the Regulations only in exceptional circumstances. Under the Regulations an employer may only discriminate on grounds of religion or belief:

· If the employer has an ethos based on religion or belief and being of a particular religion or belief is required in that particular case; 

· Where there is a genuine occupational requirement requiring the employee to be of a particular religion or belief; 

· Where the employer is not satisfied that the person meets the religion or belief requirement; 

· It is proportionate to apply that requirement in the particular case.

The Religion or Belief Regulations also make it legal for employers and trade associations (such as trade unions) to take steps to encourage persons of a particular religion or belief to apply for particular work or training if this is to compensate for disadvantages otherwise suffered by persons of that religion or belief.

4.6 Sexual Orientation Regulations

The legal requirements for employers and service providers are laid down in the Employment Equality (Sexual Orientation) Regulations 2003 and the Equality Act (Sexual Orientation) Regulations 2007. The Regulations outlaw discrimination and harassment in employment and vocational training on the grounds of sexual orientation. The Sexual Orientation Regulations apply to discrimination and harassment on grounds of orientation towards persons of the same sex (lesbians and gay men), the opposite sex (heterosexuals) and also bisexuals. They cover discrimination and harassment on grounds of perceived as well as actual sexual orientation (i.e. assuming – correctly or incorrectly – that someone is lesbian, gay, heterosexual or bisexual). 

The Regulations also cover association, i.e. being discriminated against on grounds of the sexual orientation of those with whom you associate (for example, friends and/or family).

The Regulations apply to recruitment, terms and conditions, pay, promotion, transfers and dismissals. These regulations outlaw discrimination in employment and vocational training on the grounds of sexual orientation, as follows:

· Direct discrimination – treating people less favourably than others on grounds of their sexual orientation. 

· Indirect discrimination – applying a provision, criterion or practice which disadvantages people of a particular sexual orientation which is not justified as a proportionate means of achieving a legitimate aim. 

· Harassment – unwanted conduct that violates people’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment. 

· Victimisation – treating people less favourably because of something they have done under, or in connection with, the Regulations, e.g. made a formal complaint of discrimination or given evidence in a tribunal case. 

The regulations mean that the Authority and Force must abide by the following:

· Cannot refuse to employ someone, nor decide to dismiss someone, because of their sexual orientation; 

· Cannot refuse access to training, or to promotion, on the basis of sexual orientation; 

· Must act to protect employees against bullying or harassment suffered because of their sexuality. The “perception” of the person suffering the harassment is crucial; 

· Cannot deny workers benefits (facilities and services) that they offer to other employees – for example, insurance schemes, travel concessions, social events – on the basis of sexuality; 

· Cannot give an unfair reference when someone leaves because of their sexual orientation.

This means that employers are required to protect employees against bullying or harassment suffered in the workplace (i.e. violating an individual’s dignity or ‘creating an intimidating, hostile, degrading, humiliating or offensive environment’ for an individual) because of their sexual orientation.

The Regulations also outlaw discrimination by trade associations (including trade unions), employment agencies, providers of vocational training and institutions of further and higher education.

Goods and Services, etc.

The Equality Act (Sexual Orientation) Regulations 2007 prohibit discrimination on the grounds of sexual orientation in the provision of goods, facilities and services, in education, in the use and disposal of premises, and in the exercise of public functions.

Areas which are exempt or not covered:

· The Sexual Orientation Regulations do not cover discrimination other than discrimination on grounds of people’s (actual or perceived) sexual orientation.

Are there circumstances where an employer may discriminate on the grounds of sexual orientation?

An employer may be exempt from provisions within the Regulations only in exceptional circumstances. An employer may only discriminate on grounds of sexual orientation: 

· If the employer has a religious ethos and with the nature of the employment or the context in which it is carried out being of a particular sexual orientation is a genuine and determining occupational requirement; 

· Where the employment is for the purposes of an organised religion and where the employer applies a requirement related to sexual orientation so as to comply with the doctrines of the religion; 

· To avoid conflicting with the strongly held religious convictions of a significant number of the religion’s followers; 

· If it is proportionate to apply such a requirement in the particular case.

Finally, the Sexual Orientation Regulations make it legal for employers and trade associations (such as trade unions) to take steps to encourage persons of a particular sexual orientation to apply for particular work or training if this is to compensate for disadvantages otherwise suffered by persons of that sexual orientation.

5. Single Equality Scheme Action Plan (updated 15/09/2008 by Norman Wright)

(The main negative impacts or barriers to equality have been identified through existing research, equality impact assessments and consultation. This action plan is in response to this analysis).

	Aim 1: To eliminate discrimination against and significant negative impact to people on the grounds of gender, race, disability, age, sexual orientation, religion and belief.

	Outcome
	Action 
	Responsible
	Timeframe

	1. Equality Impact Assessment of policies and procedures as per section 2.3 of the Single Equality Scheme.
	1. Annual report to the police authority of all impact assessments carried out.

2. Publish summaries on the web site.

3. Included in annual schedule of reports for Panels from 2007.
	Strategy and Performance Manager
	By June 2007, then annually. Review 2010. 

	2. Member, officer and Custody Visitor awareness of gender, race, religion, disability, sexual orientation and age discrimination issues.
	Assess diversity training requirements and arrange any necessary training for Members, officers and Independent Custody Visitors. For Members include:

*National Occupational Standard AA1 - Promote equality and value diversity.
 *National Occupational Standard AA2 - Develop a culture and systems that promote equality and value diversity.

(Noted that AA1 And AA2 require prior e-learning and then workplace assessment. This may not be feasible for Members, so the core diversity and equality training should suffice. To date 13 members have received this core training and a refresher course is provided each year by Cleveland Police. Parallel training is provided for Independent Custody Visitors each year. The next available course for Members and ICVs will be held in December 2009).


	Secretariat Manager


	Assess in 2007 as part of PDR process, then provided during 2007/8. Refresh every 1-3 yrs, as necessary.

	Outcome
	Action 
	Responsible
	Timeframe

	3. Ensure compliance with the general and specific duties of the 3 Statutory Equality Schemes (and take account of the other diversity Regulations) when producing policies and procedures, engaging in recruitment, appointment and consultation, communications and procurement activities.
	Produce Single Equality Scheme protocols to cover the following police authority procedures:-

· Employment of officers

· Appointment of Members

· Appointment of ICVs

· Public Consultation and Communications

· Production of policies & procedures

· Procurement

Completed as part of the Single Equality Scheme and circulated with instructions to Police Authority staff on 18/06/2007.
	Strategy and Performance Manager
	By May 2007, to be reviewed 2010.

	4. Promote a partnership approach to diversity and equality issues in shared consultation exercises.
	Open discussions with CDRPs and other relevant partners, as necessary, to agree a diversity and equality protocol to apply to joint consultation events.


	Consultation Officer.
	Ongoing.

	5. Undertake an Equal Pay Review to establish fair treatment.
	Together with the Force, carry out an equal pay audit and review. (Currently under joint review by CPA and Head of Personnel and Organisational Development).
	Chief

Executive & Ch.Constable
	By April 2009.

	6. Create greater diversity within establishments of police authority officers, Members and Independent Custody Visitors.
	Follow the appointment and employment protocol – Appendix B of the Single Equality Scheme – with particular reference to Member appointments.
	Chief Executive and Chair
	Ongoing – next opportunity for most councillor Members 2010
  

	Outcome
	Action 
	Responsible
	Timeframe

	7. Scrutiny of Force objectives to provide diversity within the establishments of Police Officers and staff.
	Authority to receive regular reports on recruitment, staff profile and turnover of police force by categories of ethnic minority, gender, age group and disability. (Reports provided via the Diversity Strategy Group. Information then circulated to Members – also reported to the Policy and Resources Panel. This information is being enhanced from August 2008 to take account of Home Office Guidelines).
	Chief Executive and Chief Constable
	To be reported at least annually

	8. Ensure scrutiny of Force HR processes to ensure fair treatment.
	Authority to receive regular reports on the application of grievance, discipline, poor attendance, poor performance, workplace adjustments (disability) and promotion procedures by categories of race, gender and disability. This information is being enhanced from August 2008 to take account of Home Office Guidelines).
	Chief Executive and Chief Constable
	To be reported at least annually

	9. Ensure diversity within the consultation and communications processes.
	Consultation reports from Force and Authority to contain details of strategy for involvement of “hard to reach groups”. This is included within the Police Authority Consultation Strategy and Annual Consultation Report.
	Chief Constable and Strategy Manager
	Annually -consultation reports to Community Protection Panel.

	10. Scrutinise equality of access to Force and Authority services and buildings.
	Report to the police authority on issues raised by the public and employees relating to access to services and premises. Break down by categories of diversity, as available. Outstanding. This to be further clarified in the revised (2008/9) Outline Schedule of reports.
	Chief Constable and Chief Executive
	Annually

	Outcome
	Action 
	Responsible
	Timeframe

	11. Scrutinise diversity and equality training.
	Report to the police authority on diversity and equality training provision for Police Officers and police staff. Annual Force training report includes some commentary on diversity and equality training. This could be expanded to fully cover this requirement. This to be further clarified in the revised (2008/9) Outline Schedule of reports.
	Chief Constable
	Annually


6. Publishing the Scheme

Details of Equality Schemes and Impact Assessments will be published on the CPA website, following authorisation by the police authority. Copies will be sent to officers, Members, Independent Custody Visitors and other stakeholders.

(www.clevelandpa.org.uk)

For enquiries about this scheme, including feedback on its contents, please contact: 

Norman Wright

Strategy and Performance Manager 

Cleveland Police Authority

Police Headquarters

Ladgate Lane

Middlesbrough

TS8 9EH

Tel: 01642 - 301634

e.mail: authorityconsultation@cleveland.pnn.police.uk

Appendix A: List of Core Functions of Cleveland Police Authority

	Roles and Responsibilities
	Relevance to Diversity and Equality Issues

	1. Provide independent oversight of the Police Force, forge joint strategic direction with the Force and hold the Chief Constable to account for the exercise of his functions and those of persons under his direction and control - S6 of the 96 Police Act, as amended by the 06 Police and Justice Act. 
	1. High relevance. Oversight is provided by the Members who make up the Police Authority, its panels and committees. Members act, in effect, as non-executive directors, scrutinising the strategies, policies, plans and operations of the Force and Authority.

	2. Secure an efficient and effective police force for their area –S6 of 96 Act.  Secure value for money in service provision and make arrangements to secure continuous improvements – 1999 Local Govt Act.
	2. Low relevance. This is discharged by financial planning and the monitoring of effective resource use, both activities being audited. In addition, an annual efficiency Plan is published and reported upon.

	3. Promote equality and diversity within the Authority, and ensuring that the Chief Constable is held to account for the promotion of equality and diversity across the Force. Monitor the performance of the Force in complying with the Human Rights Act – schedule 2 and S6 of the 96 Police Act, as amended by the 06 Police and Justice Act.
	3. High relevance. CPA has a Single Equality Scheme and scrutinises the Force Single Equality Scheme. CPA scutinises the Force operations with reference to the Human Rights Act.

	4. To hold the Police Fund and maintain accounts (S14, 96 Police Act).
	5. Low relevance. This function is the responsibility of the Chief Executive, who is also the Section 151 Officer, working with the Force Assistant Chief Officer (Finance and Commissioning). 

	5. To agree the police budget and set the precept (S19, 96 Act & S40, Local Government Finance Act 1992)
	6. Low relevance. The Police Authority Executive must set the precept and agree the revenue and capital budgets each year. This function is the responsibility of the Chief Executive.

	6. Make arrangements for obtaining the views of local people about the policing of their area, including issues around anti-social behaviour – 96 Act, as amended by the 06 Act.
	7. High Relevance. The Authority, Force and Partners run annual consultation exercises, including with “hard to reach” groups, and this information feeds into the Local Policing Plan and Partnership Plan priorities.

	7. Issue a three-year rolling policing plan each year, and a Summary, which sets out policing objectives for the year, and proposes arrangements for the three year period. This must be framed to be consistent with the Secretary of State’s strategic policing priorities. S6 of the 96 Police Act, as amended by the 06 Police and Justice Act.
	8. Medium relevance. The Policing Plan and Summary are produced jointly by the Police Authority and Force. Diversity and equality issues have to be taken into account when developing this document.

	8. Monitor the performance of the Force in carrying out any policing plan issued under the Police Act – S6 of the 96 Police Act, as amended by the 06 Act. 
	10. High relevance. Quarterly performance reports are presented by the Force for scrutiny. Performance indicators around diversity and equal treatment are included.

	9 Appoint the Chief Constable, Deputy Chief Constable and Assistant Chief Constables - 96 Police Act.
	11. Medium relevance. Note that the Home Office and HMIC are also involved in this process.

	10. Agree an annual costed human resource plan for the force and monitor progress against this during the year.
	12. Medium relevance. Targets for BME recruitment and overall percentage are included.

	11. To investigate complaints about the conduct of ACPO officers (S68, 96 Police Act) or, where appropriate, refer complaints to the PCA (S70, 96 Police Act) or the IPCC (Part 2, Police Reform Act 2002).
	14. Medium relevance. This is dealt with initially by the Chief Executive and the Monitoring Officer (see section 13.1), who will advise the Police Authority Executive on the correct procedures to follow.

	12. Operate an Independent Custody Visiting scheme to provide a check on persons detained in police cells – Police Reform Act 2002.
	15. Medium relevance. Training in diversity and equality is provided for these volunteers. 

	13. Be a statutory partner within Crime and Disorder Reduction Partnerships and Children’s Trust Boards – 98 Crime and Disorder Act. and S13 of the Children Act 2004.
	16. High relevance. Members and officers are nominated to sit on the relevant partnership bodies and report back to the Police Authority.

	14. From 2009 (or when implemented), exercise voting rights on the local authority-run Crime and Disorder Committees which review, scrutinise and report on CDRPs – 98 Act, as amended by the 06 Act. 
	18. Medium relevance. It is intended to nominate relevant members to sit on these committees, as and when invited.


Appendix B. CPA Equality Impact Assessment Form 

	1. Assessor: 
	2. Date: 

	3. Name of Policy, Procedure or Project:



	4. Purpose or Aims of policy, Procedure or Project:



	5. Who are the Beneficiaries and in What Way?

The Police Authority, its members and officers and the public.


	6. Has there been Consultation and with Whom?



	7. Could there be a Negative Impact on Disabled People and how (evidence)?



	8. Could there be a Negative Impact on an Age Group and how (evidence)?



	9. Could there be a Negative Impact on Racial Groups and how (evidence)?



	10. Could there be a Negative Impact according to Religion or Belief and how (evidence)?



	11. Could there be a Negative Impact according to Gender and how (evidence)?



	12. Could there be a Negative Impact on Care for Dependants and how (evidence)?



	13. Could there be a Negative Impact according to Sexual Orientation (including Transgender issues) and how (evidence)?



	14. If there are Negative Impacts identified in sections 7 to 13 above, are they Legal (please explain)?

.


	15. If there are Negative Impacts identified in sections 7 to 13 above that are not legal or are a significant detriment , what actions should be taken to amend the Policy, Procedure or Project to minimise or remove these? 

(Please assess all negative impacts separately and state whether the changes proposed will:

· lower or negate the negative impact

· Ensure that the negative impact is legal

· Have a positive impact to promote equality)



	16. When and how will the Policy, Procedure or Project be Reviewed to ensure compliance with legal requirements and the CPA Diversity and Equal Opportunities Policies?

This Framework will be reviewed in March 2011.


	17. Impact Assessment approved by:


	Date:


Appendix C. Protocol for applying the provisions of the Single Equality Scheme to the employment of officers and the appointment of Members and Independent Custody Visitors.

1. Ensure that the advertisement contains wording to the effect that “Cleveland Police Authority aims to ensure that all those who contribute to our work are treated fairly, with dignity and respect. We aim to represent the diversity that is present within our community and to promote equality of opportunity for all. We encourage applications from all strands of diversity – race, religion and belief, disability, age, gender, transgender and sexual preference – and will make reasonable adjustment to accommodate any special needs within the working environment. When applying, please inform us of any special needs that you have, including those associated with care duties”.  

2. Ensure that the advertisement is written in Plain English, without jargon or acronyms, so that it can be easily understood by someone who has English as a second language.

3. Aim to advertise the position in media that is accessible to all members of the community. Target “hard to reach” groups where this is practicable, especially when they are currently under-represented.  

4. Because the law requires that more positive action be applied to disabled people, make sure that disabled people who meet the essential minimum requirements of the position are interviewed.

5. After appointment, make sure that practical support and reasonable adjustments are made to the working environment to facilitate diversity needs. This must also apply to training provision.

6. Keep record of applicants, interviewees and appointees according to the diversity strands, where this is known. Similar information should be kept for training, promotions and resignations. This information will enable us to monitor the effectiveness of the Single Equality Scheme. 

7. To assist Members in their  promotion of equality and diversity issues, it is proposed that the following standards, emanating from the Police Race and Diversity learning and Development Programme, will be promulgated:-

· National Occupational Standard AA1 - Promote equality and value diversity.

· National Occupational Standard AA2 - Develop a culture and systems that promote equality and value diversity.

Notes

1. Councillor Members of Cleveland Police Authority are appointed after deliberation by a Joint Panel representing all four Unitary Authorities. It should be made clear to the Councils and this Panel that Cleveland Police Authority aims to promote diversity within its ranks and therefore there has to be an aspiration to have fair representation within the Membership according to gender, race, disability, age and the other strands of diversity. 

2. In recruiting Independent Members, the Authority should consults with BME groups, utilising the members of the IAG to disseminate information.

Appendix D. Protocol for applying the provisions of the Single Equality Scheme to the communication and consultation processes.

Effective communication and consultation are important to the delivery of our Single Equality Scheme. The Communications Strategy and the Consultation Strategy must be written with this in mind. The following should be applied:-

1. Communicate the principles of the Single Equality Scheme to all staff, Members and Independent Custody Visitors and make them aware of their responsibilities. This must be part of induction training.

2. Ensure that, where practicable, all sections of the community are included in consultation and communication exercises. 

· For consultation, all strands of diversity, including “hard to reach” groups, should be consulted with during the 3-year cycle. 

· For communications, there should be provision of information in alternative mediums such as foreign language and Braille, when requested.  

3. The Consultation and Communications strategies must aim to make use of relevant partnership resources and collaborative working in order to improve the diversity of these products. 

4. Ensure that the documents are written in Plain English, without jargon or acronyms, so that it can be easily understood by someone who has English as a second language.

5. The Equality Impact Assessment process – Appendix A – must be referenced when producing the Consultation and Communications Strategies and when delivering consultation and communications to the public and stakeholders.

Appendix E. Protocol for applying the provisions of the Single Equality Scheme to the formulation of policies and procedures.

When formulating or changing policies and procedures, it is mandatory to follow the Equality Impact Assessment process, using the form in Appendix A. This will ensure that all strands of diversity have been taken into account in the formulation process.

It is imperative to consider the impact of policies and procedures on staff, customers and stakeholders, both directly and indirectly. For instance, consider whether the exercise of the policy or procedure will act so as to discriminate against a group or to exclude a group from access to services or employment opportunities. 

Ensure that the document is written in Plain English, without jargon or acronyms, so that it can be easily understood by someone who has English as a second language.

Appendix F. Procurement Protocol

The vast majority of goods and services supplied are purchased by the Force under schemes of delegation, some of which are subsequently authorised by the Authority.

The Force has a procurement policy that recognises its responsibilities under the Disability Discrimination Act, the Race Relations Act and the associated Equality Schemes. The Equality Act (Sexual Orientation) Regulations and the religion and belief provisions of Part 2 of the Equality Act 2006 now prohibit discrimination for these strands of diversity in the provision of goods, facilities or services.

The Force asks tenderers, suppliers and contractors to confirm their adherence to legal requirements in supplying goods and services and that they do not unlawfully discriminate in relation to disability, race, sex, transgender, sexual orientation, religion, belief or age. They are also asked to confirm that they have an Equal Opportunities/ Diversity Policy in place and to provide a copy for the records. If they do not have such they are asked if they will sign and adhere to the “Cleveland Police Statement of Commitment to Fair Treatment”. 

There is an explicit statement that the Force may contact the appropriate authorities to check the validity of the answers provided in this process.

If Cleveland Police Authority is to purchase goods and services outside of the Force supplier and contractual arrangement, the same procedure should be followed as per the Force. Assistance in this can be obtained from the Force Head of Commissioning.

It is important that the Authority pays particular attention to disabled access requirements when large capital projects are being considered, both at the planning and authorisation stages.

It is important to always consider cultural diversity issues when providing catering services.

Appendix G. Analysis of the diversity of personnel employed and appointed by Cleveland Police Authority.
	Analysis
Date

May 2007
	Total 
Numbers
	Male
	Female
	BME
	Disabled*
	Aged 
16-29
	Aged

30-49
	Aged
50-64
	Aged
65+

	Members
	17
	14
	3
	1
	4
	
	2
	6
	2

	Officers
	10
	5
	5
	0
	5
	1
	8
	
	1

	Independent
Custody 

Visitors
	20
	1
	3
	
	3
	
	4
	3
	6


* Where the individual is registered disabled or has brought a disability to the attention of the Authority through the Single Equality Scheme consultation questionnaire.
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