[image: image4.png]The Equality and Diversity Strategy will be reviewed in December 2008. It
describes our commitment delivering a fair service for customers and staff, and the
way in which we will achieve that commitment. If you would like to talk to someone
about it in another language or receive a copy in large print please contact your
Neighbourhood Office or Kate Plant on 01709 822238.

Strategie rovnosti a diverzity bude znovu zrevidovana v prosinci 2008. Tato
strategie popisuje nase zavazky tykajici se dodani férovych sluzeb pro zakazniky a
zaméstnavatele a zpusob, kterym tohoto zavazku dosahneme. Pokud byste cht&li
s nékym o tomto promluvit v jiném jazyce nebo obdrzet kopii s velkymi pismeny.
kontaktujte prosim nasi kancelai Neighbourhood Office nebo Kate Plant na tel:
01709 822238.

La stratégie de I'égalité et de la diversité sera reconsidérée en décembre 2008. Il
décrit notre engagement de donner un service juste pour les clients et les
employés et la fagon dont on va atteindre le méme engagement. Si vous désirez
en parler a quelqu’un dans une autre langue ou recevoir une copie en gros
caractéres, veuillez contacter votre Neighbourhood Office ou Kate Plant au 01709
822238.
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Equality and Diversity Strategy and Single Equality Scheme

This summary and Annual Report of 2009 reviews progress since the last strategy in 2006 and sets out the new legal context and the aims of a revised Strategy and Single Equality Scheme for 2010 to 2013.

The strategic direction so far

The first section of this report summarises 2010’s progress and achievements against its stated objective of “creating a framework through which we eliminate discrimination and address the needs of diverse customer groups, staff and potential customers”. 

Since the last strategy in 2006 the company has aimed to: 

· Gain a greater understanding of the customer and potential customer base

· Engage diverse groups of customers

· Train staff to deliver Equality and Diversity 

· Monitor service take-up across different groups assisted by the computer database to make sure that this is representative of all customers and that access is fair 

· Carry out Equality Impact Assessments in accordance with legal requirements for all policies and procedures to make sure that they do not discriminate and to ensure that they promote equality

· Produce a Single Equality Scheme bringing together equality actions from all the service plans in one place and making progress easier to monitor and spread responsibility across the organisation. In this way Equalities and Diversity principles can become embedded in the organisation. 

But for undertaking our Equality Pay Audit, 2010 Rotherham Ltd would have achieved level 3 assessment of the Equality Standard for Local Government.   An Equal Pay Audit will be completed by March 2010.  The Equality Standard for Local Government has been replaced with the Equality Framework for local Government and 2010 Rotherham Ltd is assessed at the “Developing” level and is working towards the “Achieving” Level.
Although there have been changes of leadership since 2006, the company has maintained a consistent approach to equality and diversity supported by the Sustainable Communities Committee of the Board. 
Developments since the last strategy

Knowledge of customers

Knowledge of customers through customer profiling has been developed considerably since the last strategy. 2010 has gained an understanding of about 85% of all tenants on certain strands of customer profiling and a stretched target has been set of 90% for 2009. The company has also identified:

· The preferred methods of communication required by many of its customers

· Customer ethnicity and comparisons between the Borough and tenant population

2010 Rotherham Ltd has identified: 

· The largest group of tenants is white British, the two largest non-white British tenant groups are Pakistani and Black African, the third group is Irish.  The proportion of white British tenants in 2010 Rotherham Ltd’s accommodation is considerably higher than the percentage in the Borough population as a whole  

· 36% of our tenants provided information on whether they are disabled, of whom 48% report a disability which is twice as high as the Borough as a whole
· Of those who identified a disability, 66.2% of our customers manage a physical disability and 8.3% manage a mental health disability
· 98.9% of our tenants provided information on their genders,  of whom 59% are women as compared to 52% across the borough as a whole 

· There are disproportionately fewer 16 - 25 year olds in 2010 tenancies than there are in the Borough as a whole
· 96.3% of tenants provided information on their age and one third of customers are over 65
· 26% of respondents provided information about their faith and 77% of these identified themselves as Christian. 10% said that they had no religion. 2.8% identified themselves as Muslim
· 34% of respondents completed the sexuality question of whom 1% identified themselves as non-heterosexual. The government estimates are between 4% and 6% nationally.

Increased engagement of diverse groups

2010 Rotherham Ltd has had increased success in engaging customers in mainstream involvement activities across all six equality strands (ethnicity, age, gender, disability, faith, and sexual orientation) including increased representation on the Key Player data-base and Service Improvement Groups.     To add value and depth to the engagement and participation of customers, diverse groups of customers have been involved in topic specific workshops of concern identified by specific customers. The report cautions against stereotyping and highlights the need for understanding individual customer perspectives and the problems they face. 

Staff training

2010 Rotherham Ltd staff has been trained to deliver Equality and Diversity training and the target of training 95% of staff by March 2009 has already been achieved. This along with the Dignity at Work Policy has helped to promote a shared agenda across the organisation rather than one that is imposed from the top.

Whilst staff training has helped people to understand their roles, a lack of a representative workforce which reflects the communities 2010 Rotherham Ltd serves and a lack of Equality and Diversity focus in procuring services, have been identified as weaknesses.  The organisation has been unsuccessful in meeting aspirational targets set since May 2006 although some progress has been made in increasing the numbers of women employed in maintenance trades and the organisation received national recognition for this.  Due to the current economic climate recruitment has, however, been suspended for the time being. 

Service take-up

The customer satisfaction survey contains information about the six equality strands and allows us to check whether any group is less satisfied than the customer base as a whole. Areas of analysis include customer satisfaction within the Decent Homes Project, dealing with Anti-social behaviour, and satisfaction with repairs and maintenance. We now know that people with Mental Health Problems are disproportionately represented amongst victims of Anti-Social Behaviour and this has guided our new strategy. 

It has been difficult to analyse some areas of service since the different IT systems used by 2010 are not fully integrated and analysis in some areas requires time consuming manual processes. However in December 2008 thanks to the introduction of a report writer post and new software this is now a much easier process.   The organisation has developed a Satisfaction Diversity Model that has the scope to compare service areas performance across the equality strands and other socio-economic groups. 
Equality Impact Assessments 

2010 Rotherham Ltd has improved this process to increase customer involvement, it has stream-lined the process and ensured that findings impact on service planning and revisited policies more regularly during times of change. Service managers are now responsible for promoting equality and now have a greater awareness of discrimination. These new approaches were piloted in 2008/2009 and the new approach has been evaluated. Previously identified problems have mostly been overcome but there is still scope to improve equalities monitoring information, involve front –line staff to a greater extent in service planning and shorten the assessment template.
The new context 

The national context for the strategy is one during a period of world-wide recession. The focus of government is likely to be on support to people losing jobs, homes and savings. A new bill and a new standard also set the context for the organisation’s strategy. 

 The Single Equalities Bill is timetabled for spring 2010 and expected to be in force in October 2010.  The key elements are: 

· Banning age discrimination in the provision of goods, facilities or services. 

· Increased transparency e.g. in the area of discussing pay levels

· Equalities reporting requirements for public bodies

· Extending scope for positive action to address diversity issues
· Strengthening enforcement

· Creating a new single Equality Duty on public bodies to tackle discrimination

· Equality and Human Rights Commission enquiries into the financial sector and construction industry
· Increased focus on other forms of inequality. 

IDeA has launched the new equality framework standard and this will focus on the following areas: 

· Knowing your community – building on existing profiling information locally and nationally
· Place shaping through leadership and partnership.- working with partners to challenge inequality
· Community engagement and satisfaction – The report highlights weaknesses in monitoring the representativeness of engaged customers and the need to engage at the level of the individual
· Responsive services and customer care – provision of personalised services that meet the needs of people from different backgrounds, building flexible services and monitoring access
· A modern diverse workforce- key strategies measuring workforce diversity, setting realistic targets, equal pay and flexible working. New HR management resource should assist delivery in this area. 

The Way Forward
Our proposals for the future strategy are based on consultation with our customers and workshops with managers. A consultation exercise designed to test our existing organisational priorities consisted of:  

· Over 30 face to face conversations with customers from a variety of backgrounds

· Discussions with the Chinese Community Group Wah Hong

· Innovative use of a theatre company to facilitate a session with people with disabilities.

· Attendance at two community events 

The detailed findings are set out in the report, but overall the report identifies a need to promote a less process driven approach to targeted delivery of real outcomes driven by individual need. 
The report also identifies the need for more measurable and outcome focused statements of commitment, these have been revised and are set out below. 

2010 Rotherham Ltd will drive commitment to Equality and Diversity in the wider community by supporting community events, encouraging and supporting active participation in community life particularly through developing volunteering opportunities, supporting people through worklessness and financial exclusion, working with partners to eliminate discrimination, harassment and violence, using the company’s procurement strategy to set good standards of practice and building stronger communities

2010 Rotherham Ltd will drive Equality and Diversity as an employer through a wide range of initiatives and measures including fair and open recruitment processes, provision of accessible learning and development packages, flexible working and promotion of a safe working environment where differences are respected.   The organisation will continue to develop improved monitoring of faith and sexuality as well as undertaking regular monitoring of pay systems and developing other support structures identified by staff.   

2010 Rotherham Ltd will drive commitment to Equality and Diversity in service delivery by providing accessible and customer focused services, improved understanding of the customer journey, build capacity to refer customers to other services, increase methods of communication to meet customer need, building on strategies to engage diverse customer groups, ensuring that buildings are fully accessible and that procured services comply with best practice. 

Next Steps

The responsibilities of staff, managers, leaders, the board and partners are detailed below and also identify some key delivery vehicles for the strategy and single equality scheme: 

· Building on the organisation’s knowledge of customers’ need and communication choices
· Adopting a case study approach to understand individual customer journeys, problems, barriers and frustrations
· Partnership working to support customer need more holistically

· Developing best practice approaches in procurement with partners to share ideas, experience and research through a best practice group 

· Investing in staff through training and development and empowering staff to contribute to the development of the organisation

· Keeping the Equality Impact Assessment process under review
· Updating customer profiles on a regular basis
· Continuing to monitor equalities actions and targets through the Single Equalities Scheme

· In addition the Directorates Equalities Lead Officers  Group will extend responsibility to monitor the organisation’s achievements
· The revised statements of commitment agreed by the Board
· Strengthening performance management through continued inclusion of Key Performance Indicators within the performance management framework, monitoring against the Audit Commission’s Diversity Key Lines of Enquiry and the Improvement Development Agency’s new Equality Framework and reporting to the Board 

In response to future improvements on processes and mechanisms, the organisation is participating in the review of the Equality Framework for Local Government for Arms Length Management Organisations (ALMOs) such as 2010 Rotherham Ltd.
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If you would like to speak to someone about this document or receive it in large print or Braille please contact Gillian Damms on 01709 8222200
PAGE  
8

[image: image1.emf]