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Foreword

The Basingstoke and Deane Race Equality Scheme forms one strand of the Corporate Equality Strategy 2006-2009 and is an integral part of the Corporate Equality Plan 2006-2009. 

The Council recognises that individuals and communities may experience unlawful discrimination on the grounds of their race or ethnicity, disability, gender (including transgender and transsexual people), relationship or marital status, sexual orientation (because they are lesbian, gay, bisexual or heterosexual), relationship or marital status, age, HIV status, language, background, physical or mental impairment, faith or religious belief or physical appearance.

We believe that equality for all is a basic human right and actively oppose all forms of unlawful and unfair discrimination. We celebrate the diversity of society and are striving to promote and reflect that diversity within the Council.

The Race Equality Scheme aims to:-

· Eliminate unlawful direct and indirect discrimination;
· Promote equality of opportunity;
· Celebrate and value diversity; and
· Promote community cohesion for both Council’s employees and residents of the area who use Council’s services.
If you think you have cause to complain please ask for details of our complaints procedures. If you have any queries or questions relating to this statement or any issues relating to equality generally, or have suggestions which might help us to be more effective with regard to these principles, please contact Sarah Blohm, Equality Coordinator on 01256 845210 238 or email sarah.blohm@basingstoke.gov.uk.

1. 
Legislative context

1.1
The Race Relations Act (see glossary at Appendix 1) defines direct and indirect discrimination and victimisation.  It outlaws racial discrimination in employment, training, education, housing, public appointments and the provision of goods, facilities and services.  The Race Relations (Amendment) Act 2000 came into force on 2 April 2001 and since then the Race Relations Act has covered all the functions of public authorities (with just a few exceptions).       

1.2
Section 71 (1) of the Act requires public authorities to have “due regard” to a general statutory duty to promote race equality when carrying out their functions.  The general duty is placed on public authorities to ensure they give appropriate weight to:-
· Eliminating unlawful discrimination;

· Promoting equality of opportunity; and 

· Promoting good race relations when carrying out functions, implementing policies, in service delivery, employment practice and in carrying out responsibilities for regulation and enforcement.    

Specific duties have been placed on some public authorities responsible for delivering important public services.  These duties involve making arrangements that will help these authorities to meet the general duty to promote race equality. 

The Race Relations Act 1976 (Statutory Duties) Order 2001 sets out a specific duty for certain public authorities to prepare and publish a race equality scheme.  A Race Equality Scheme shall state, in particular – 
a) those functions and policies, or proposed policies, which have been assessed as relevant to the general duty; and arrangements for - 

b) assessing and consulting on the likely impact of proposed policies on the promotion of race equality;

c) monitoring policies for any adverse impact on the promotion of race equality;

d) publishing the results of such assessments, consultation and monitoring;

e) ensuring public access to information and services;

f) staff training. 

1.3
A statutory review of all functions, policies and proposed policies for relevance to the general duty shall be carried out within three years of 31 May 2002, and from then on within each further period of three years.  

1.4
Certain public authorities must also monitor their employment procedures and practice.  The Race Relations Act 1976 (Statutory Duties) Order 2001 requires these authorities to monitor, and annually publish, by reference to the racial group, the numbers of:-
· staff in post;

· applicants for employment, training and promotion from each group;

· staff who receive training;

· benefit or suffer detriment as a result of its performance assessment procedures;

· are involved in grievance procedures;

· are the subject of disciplinary procedures; or

· cease employment.     

1.5
To meet the general duty to promote racial equality, this information will be used to see if there are differences between racial groups, to investigate the reasons behind the differences and to deal with any unfairness, disadvantage or possible discrimination.     

2.
Introduction


2.1
The Basingstoke and Deane Borough Council`s Race Equality Scheme, and an associated action plan, was first published in 2002.  The Action Plan was revised as part of the Statutory Three Year Review of functions and policies undertaken in May 2005.  The full report of this Review, an Action plan for 2005 - 2008 and a complete list of functions and policies and their relevance to the general duty, can be found at: http://www.basingstoke.gov.uk/council/keydocs/raceequalityduty.htm



2.2
The Race Equality Scheme was further revised in 2006 to reflect development of the Corporate Equality Strategy 2006-2009 and requirements of the revised Equality Standard for Local Government. This document builds on the scheme and action plan produced in 2002, the review and action plan produced in 2005, and an ongoing programme of corporate commitment to race equality.  The scheme is effectively a strategy and timetabled action plan, summarising the Council`s approach to race equality, corporate aims, our intentions for assessing, consulting, monitoring, informing, publishing and training and arrangements for putting these into place over the life of the scheme. 

2.3
The Race Equality Scheme (Revised) makes it clear how we will meet the general and specific race equality duties under the Act and how this will be put into practice.  It will help consider the effects of all operations and activities in terms of race equality and make changes necessary to deliver services effectively in a multi-ethnic society.  It also outlines how we will review and monitor our existing functions and policies for relevance to the race equality duties and how new functions and policies being developed over the life of the scheme will also be assessed for relevance. 

2.4
This Race Equality Scheme is therefore supported by The Race Equality Scheme Action Plan 2006 – 2009 (Appendix 8/1).  It sits within the Council`s Corporate Equality Strategy and Corporate Equality Plan framework. 

2.5
The Council has an Equal Opportunities Policy that covers our responsibility to recruit, train, develop staff and treat them fairly and in accordance with the principles outlined in the forward of this scheme and in accordance with the principles outlined in the vision, aims, principles and standards below.  The Equal Opportunities Policy also covers the specific statutory requirement to monitor staff according to ethnicity and the ways this is monitored and reported. The Policy was reviewed in 2006 to ensure that it promotes equality and meets all legislative requirements.  

3. 
Definitions 

3.1
The Commission for Racial Equality defines a racial group as “a group of people defined by their race, colour, nationality (including citizenship), ethnic or national origins”.    The Race Relations Act uses ‘race’ both to describe the catch-all class that receives protection under the Act, that is, ‘racial group’, and as one of five sub-classes that fall within it (race, colour, nationality, ethnic or national origin).
Ethnic Group  - Is defined by the House of Lords as a group that regards itself or is regarded by others as a distinct community by virtue of certain characteristics. These characteristics include a long shared history; a cultural tradition of its own; a common geographical origin, or descent from a small number of common ancestors; a common language, literature or religion and being a minority or being an oppressed or a dominant group within a larger community.

Direct Discrimination - Treating an individual less favorably than others would be treated in the same or similar circumstances.  

For example; a policy which precludes giving grants to certain groups or a policy which contains an age requirement (may be directly discriminatory).

Indirect Discrimination - When a policy, provision, practice or criterion is applied equally to all people but has a disproportionate and unjustified adverse impact on a particular group. 

For example: a residency requirement in a policy may indirectly discriminate on racial grounds, or a policy which requires employment participation on a full-time basis may indirectly discriminate against women or those with dependants.
4. 
Basingstoke and Deane’s Population
4.1
The 2001 Census shows that 6.5% of the Borough population (nearly 10,000 people) describe themselves as members within ethnic groups other than White British.  Of these, those most represented in the Borough include Irish (1,740), other White ethnic groups (3,000), Indian (1,190), Caribbean (560) and Chinese (530).  A further 1,550 people described themselves as of mixed race groups with White and Black Caribbean (580) and White and Asian (460) being the largest group. 

4.2
The percentage of people who describe themselves as other than White British people within the Borough is about 2% higher than the Hampshire average (4.48%) and about 2% lower than the South East as a whole (8.69%).  Within Hampshire this represents some 57,000 people, rising to nearly 700,000 people in the whole of the South East region.  Table 1 shows the broad ethnic groups for Basingstoke and Deane, Hampshire and the South East as recorded at the 2001 Census.

    Table 1. 


	Percentage of people in ethnic groups:-


	South East
	Hampshire
	Basingstoke & Deane

	White: British
	91.30
	95.43
	93.46

	White: non-British
	3.80
	2.37
	3.10

	Mixed
	1.07
	0.70
	1.03

	Asian or Asian British
	2.33
	0.74
	1.23

	Black or Black British
	0.71
	0.27
	0.57

	Chinese or other ethnic group
	0.78
	0.50
	0.61


5.
Race equality values, principles and standards

5.1
As a service provider and major employer, Basingstoke and Deane Borough Council is committed to promoting equal opportunities and tackling social exclusion in everything we do.  The Council recognises its statutory equality duties under legislation in terms of service provision and employment and is committed to meeting them.  The Council also recognises and is committed to addressing the particular challenges of serving people of black, minority ethnic communities by ensuring they have fair and equal access to employment opportunities and the range of services provided.  

5.2
The Council has 20 business units within its organisation providing both frontline service delivery and internal support for the frontline services.  To guide our work, we have clear organisational values, which include ensuring equality and valuing diversity so all sections of the community have access to and engagement with services aimed at the community.  We will treat people fairly and tackle all types of unlawful discrimination.  Local communities will play an active role in planning for the future and shaping local life (Council Plan 2006-2009, para.  6.6).   

5.3
The Council is committed to reducing social exclusion in the Borough to achieve the best and most equitable outcomes for local communities.  This includes ensuring access to a rich mix of cultural opportunities and continuing to mainstream the Equalities and Diversity Strategy across all Council services (Council Plan 2006-2009, para. 5.6 and 5.7). 

5.4
Basingstoke and Deane Borough Council also has a clear Policy on Equal Opportunities. The principal purpose of the Council’s Equal Opportunities Policy is to ensure that in all activities concerned with the management of people and service to its customers there is equality of access, opportunity and treatment, free of any direct or indirect discrimination based on gender, marital status, sexual orientation, race, ethnic or national origin, colour, disability, age, religion and belief or any other extraneous factor.  Annual reports, and quarterly updates, are published and submitted to the Council`s Performance Board to show how monitoring takes place on the profile of the Council`s workforce, recruitment and turnover. Reports are also submitted to Personnel Committee every four months. 

5.5
Basingstoke and Deane Borough Council`s Race Equality Scheme (Revised) is rooted in the principles outlined in the Council Plan.  Furthermore, to demonstrate our commitment to ensuring that equality and diversity is at the core of all Basingstoke and Deane`s activities, the Council has adopted the revised Equality Standard for Local Government as the framework for equalities practice to inform our approach and has set a target to work towards achieving level 5 (the highest level of the Standard).  As part of this process, the Council has developed a Corporate Equalities Strategy.  This Strategy encompasses six equality strands (race, disability, age, faith and belief, gender and sexual orientation).   Associated Schemes for each of the equality strands form part of this overarching strategy.  The revised Race Equality Scheme is part of the Council’s commitment to the equalities agenda.  
6.
Race equality strategic aims

6.1
The Council`s Three Year Plan and Budget Strategy 2006-2009, includes as part of the Council`s Vision:-

“No one will be disadvantaged by there they are born or brought up and we will be able to show the rest of the country what can be achieved by celebration of diversity, as everyone in our communities is supported by her or his legitimate aspirations for personal improvement and well-being…..Our people will thrive in work, health, leisure, cultural and spiritual well-being” (Council Plan 2006-2009, Section 4).     

The Vision also looks forward to the Borough where all of its people are valued equally, aspirations are raised and impediments to progress are removed for all people.    

The Council`s Race Equality Scheme aims to contribute to this Vision within the specific remit of race equality by setting out the Council`s role in promoting equality and eliminating unlawful discrimination as a service provider, employer and community representative.  

The Council`s Equality Statement is reproduced in the Foreword to this document.  It can also be found on the website at:

http://www.basingstoke.gov.uk/council/keydocs/equalitystatement.htm
6.2
The Council`s commitment to equality and diversity is established through a comprehensive corporate framework that supports the Corporate Equality Strategy 2006-2009 and associated schemes together with the Corporate Equality Plan and  all other action plans as per each relevant equality strand.

6.3
There are also additional elements that support this approach:-

· Officer leadership at Director level with a designated Corporate Director for equality and social inclusion. 

· Member leadership at the highest level - the Portfolio for Equality and Diversity lying with the Leader and Deputy Leader of the Council.  

· A Corporate Equality Group that oversee the development of, and progress against, the action plans in all the Council`s equalities schemes.  This group also monitors progress against the Corporate Equality Strategy, Corporate Equality Plan and supporting action plans, and progress towards the Equalities Standard. 

· Strategic direction and corporate commitment is further demonstrated by chairmanship of the Corporate Equality Group (CEG) lying with the Leader and Deputy Leader of the Council.  The CEG also has Member representation from each political group, and union representation. 

· The Council publishes annual reports in line with its employment duty, showing staffing issues monitored by ethnicity.  This is reported to the Council`s Personnel Committee, Performance Board and ultimately to Scrutiny Committee.  The Performance Board includes the Chief Executive, Corporate Directors and the Leader and Deputy Leader of the Council. 

· The Council uses a thorough performance monitoring system to track performance against targets year on year and the results of this monitoring are reported to the Performance Board and Scrutiny Committee.  This includes target setting and monitoring against 6 specific BVPI`s relating to Race Equality, one of which measures specific progress towards reaching the Equality Standard.   

7.
The statutory three year review, action plan and list of functions (2005) 

7.1
In May 2005, the Council carried out a review of our functions, policies and proposed policies for relevance to the general duty (the Statutory Three Year Review).  The review consisted of:-
· A review of the existing list of relevant functions, policies and proposed policies to ensure it is relevant to the business;

· An assessment of progress made to date in implementing the Race Equality Scheme;

· Revision of the Race Equality Scheme`s Action Plan in light of that assessment;

· Identification of new functions and policies that have been introduced in the last 3 years and an assessment against the relevance to the general duty; 

· Identification of proposed functions and policies to be introduced over the next 3 years;

· The production of a collated list of all functions and policies (existing, recently adopted, proposed and forthcoming), prioritised according to the degree of relevance to the general duty;

· Revisiting the Scheme and its action plan to ensure it reflects the revised assessment of functions and policies;

· Publication of the new list of relevant functions, polices and proposed policies.    

7.2
The review brought the list of functions up to date, and republished them, along with a report of the review findings, on the Council`s website.  These can be found at:

http://www.basingstoke.gov.uk/council/keydocs/raceequalityduty.htm
Each of the functions was assessed for relevance to the general duty and prioritised for review over the next three year period April 2005 to March 2008.  The format used as part of the review will continue to be used, ensuring continuity and auditable changes.        

This ongoing review of the list of functions is included in the Race Equality Scheme Action Plan (Appendix 8/1). 

8.
What has been achieved so far – a review of progress in implementing the 2002 – 2005 priorities 

8.1
Since the 2002 Race Equality Scheme was published we have achieved:-

· Widespread forms of communication with the community – including extensive use of the BDBC website, the “Basingstoke Today” publication issued to every household, the Borough leaflet which is sent out with Council Tax bill, and leaflets and forms available at community/local venues;

· Where appropriate, communication with non English speakers via the Language Line or by engaging translators; written material or publications translated into other languages; 

· The services with higher levels of engagement with the public are focussing on Council staff being present, mobile and pro-active in local communities and taking Council services out to the public.  This can be particularly seen in the work of Street Care, Licensing and Environmental Health, Housing and Council Tax Benefits and Concessionary Fares, Community Safety team, the Community Wardens, Leisure Services and the Park Rangers.       

· Regular monitoring of the Housing Register profile, and the number of people applying to be included on the Register and the number of people being housed from the register, by ethnic group, is conducted every quarter.  This will be reported in the Housing Strategy Annual Review. 

· Evidence of the general corporate approach of front line services in promoting racial equality and race relations can be seen in the Charter Mark Assessment Framework submitted by the Environmental Health and Licensing team in November 2004.  This shows their approach to racial equality and preventing discrimination, as well as being adopted good practice, is inherent in the day to day operation of business.    

· Monitoring of key performance indicators is now routinely conducted and reported to the Council`s Performance Management Board and Scrutiny Committee; 

· The roll out of an equality and diversity training programme for staff and Members began;     

· The Equality Impact Assessment Tool has now been developed;

· Race Equality PI`s have been set including the Council`s target to meet the Level 3 of the Equality Standard;

· The Council has agreed a new committee report format and Integrated Impact Assessment which includes the promotion of diversity and equality of opportunity; 

· As part of producing the Council Plan, extensive consultation led to a review of Council priorities in 2004.  The Council Plan is reviewed annually to ensure its relevance to the community.  The Diversity Forum was consulted in the development of the Council Plan 2006-2009.  Feedback is further enhanced by the General Survey;

· The Annual General Survey conducted to reach a wide cross section of the community and their views across a wide range of Council services.  Individual services also conduct their own more specific surveys.  The information collected allows the Council to monitor the way in which people engage with services and to assess customer satisfaction; 

· The Council has a jointly funded post with Hampshire County Council and Race for Justice to support and develop  equality and diversity work and develop the Diversity Forum;

· The Corporate Service Planning process also includes an assessment of the impact of each task on equality and diversity issues.      
9.

What has been achieved so far – a review of progress in implementing the 2005 – 2008 priorities 

9.1
The 2005 Review identified that in its action plan for 2005 – 2008, the Council would:-

· Consult on the draft Corporate Equality Strategy 2006-2009 and Action Plan, and revised Race Equality Scheme;

· Roll out the Equality Impact and Needs Assessment (EIANA) as a corporate tool;

· Continue the corporate roll out the Integrated Impact Assessment tool;  

· Integrate Equality training into the induction process;

· Continue job specific equality and diversity training;      

· Produce a procedure to survey, record and monitor ethnicity details from the public at point of contact with Council services. This includes both collecting ethnicity data on day to day public contact , and also includes ethnic monitoring of the way in which individual enquiries, applications etc pass through the Council`s various systems;

· Work with the Police to devise a racial incident report system to gather evidence of whether racial groups are being treated differently by the Council; 

· Continue to implement actions arising out of Equality Impact and Needs Assessments through the Service Planning process. 

· Extend the Council`s Performance Indicator monitoring in relation to ethnicity;

· Review progress against achievement of Level 4 of the Equality Standard and produce an associated action plan;

· Ensure that the Community Engagement Strategy requires the assessment of any feedback and survey data in terms of ethnicity;

· Conduct a customer focus review and consider outcomes with specific reference to ethnicity;         

· Consider revisions to the corporate complaint handling system.  

9.2
Since the 2005 Statutory Three Year Review we have achieved:-

· A Corporate Equality Strategy has been developed. This includes all of the 6 legislative equality strands (race, disability, age, gender, faith and belief, and sexual orientation) into one overarching strategy document and Corporate Equality Plan.  This will be approved by Cabinet and the full Council in Autumn 2006.  

· The Equality Impact Assessment (EIANA) and Integrated Impact Assessment (IIA) has been rolled out as a corporate tool from April 2006 and is mainstreamed into the corporate alignment and service planning process. 
· All staff in the Council have had general equality and diversity training.  An overview of our legal responsibilities with regard to all six strands of the Corporate Equalities Strategy is now part of the induction process for all new staff and is part of the Member induction programme.  The EIANA will also pick up individual staff and team training needs. 
· A correspondence and complaints monitoring process was set up in November 2005. Data from this monitoring will be reported annually to the Performance Board.  This process also collects ethnicity data:-
· At the point of making a complaint, by asking about ethnicity on the complaint/comment form; 

· Once the complaint has been resolved, by issuing a follow up questionnaire; and 

· By a survey conducted each month, based on a 25% sample of general correspondence received by the Council.  
· The EIANA process will identify how each business unit should conduct its own monitoring and consultation to determine customer needs and satisfaction levels. There is an objective in the Action Plan to identify gaps in available data and extending existing collection and monitoring.

· The Community Engagement Strategy (2004-2007) includes a commitment to provide all sections of the community with the opportunity to engage with all Council services. It encourages the identification of “interest groups”, including ethnic minority groups, when considering consultation exercises.  The Corporate Communications Strategy has set an objective to ensure communications reach the right audience in the most appropriate way, including “hard to reach” groups. 
· A customer focus review was conducted in 2005, one outcome being the correspondence and complaints monitoring system.  The review found a demand for council communications in plainer English.  As a result, all staff will be trained in effective communication techniques, starting with staff in the customer facing services. Corporate guidance will be developed for staff to refer to and there is an entry in the Race Equality Scheme action plan to take this forward.  The complaints handling system has been revised and reissued. 

· The Council is working with the Police and Hampshire County Council to introduce the “CADDIE” system which will allow members of the public to log incidents of crime and antisocial behaviour, including race related harassment and crime. 
10.
The Race Relations Act general and specific duty: 2006 – 2008. How they will be met 
10.1
The Council has a range of mechanisms in place to ensure that the general duty and specific duty under the Race Relations Act will be met:
· By reviewing the list of functions for each Business Unit
· By delivering the Corporate Equality Strategy and Corporate Equality Plan 
· By the Equalities Impact and Needs Assessment (EIANA), 
· By the Integrated Impact Assessment (IIA) and the new report format
· Through the service planning process
· By performance monitoring processes
· By monitoring employment policy and practice by the personnel function
· By training staff and members and raising awareness of the Council`s statutory duties, vision and aims, the content of the Race Equality Scheme and progress towards the action plan.  
· By consultation through adherence to the Community Engagement Strategy
· By reviewing the Race Equality Scheme and Action Plan.
11.
Impact Assessment
11.1
A further means of ensuring that the general and specific duty will continue to be met by the Council is the Equalities Impact and Needs Assessment (EIANA) and Integrated Impact Assessment (IIA). 

An impact assessment must be carried out on all of the Council’s policies and services, existing and new.  An Equalities Impact and Needs Assessment (EIANA) has already been developed under the Corporate Equality Plan which includes the revised Race Equality Scheme. 

The Equalities Impact and Needs Assessment is a way of ensuring that individuals and teams think carefully about the likely impact any policy, proposal, function, strategy or service, to identify any unmet needs and to provide the basis for action to improve equality of access to services.  

The EIANA assessment includes determining whether the proposed policy/function will unlawfully discriminate against people from some racial groups (either directly or indirectly), determining whether there is an opportunity to promote racial equality more effectively, and determining whether there is evidence to indicate that some racial groups could be differently affected.

11.2
The Statutory Three Year Review 2005 committed the Council to a rolling programme of review and re-assessment of its functions and policies over the period 2005 to 2008. This process of reviewing and re-assessment of functions and policies as identified and prioritised in the Statutory Review (2005) is now underway using the EIANA on each function/policy to test for relevance and impact on our race equality commitment and duties (as well as impact against the other equality strands).  In this way we will therefore systematically monitor all the Council`s work programmes and services over the next three years with regard to race equality. 

The Council has established a programme to roll out the EIANA across the organisation so that all Business Units will be using them routinely by December 2006.   In this way, by December 2006, a system will be in place to ensure that all new functions, policies and projects from then on will also be assessed for relevance against the general duties in the Race Relations Act.  

By December 2006, each Business Unit must also review the list of functions/policies as published in 2005 and ensure it is still accurate and identify new functions/policies that have been developed since.  These will also be added into the programme for review by 2008. 

11.3
The outcomes of these assessments will feed into the annual service planning process, demonstrating consideration of race equality issues in each piece of work and throughout the service/project delivery process.  In particular, each EIANA carried out will identify:-

· Any staff training needs in respect of equalities;

· Any consultation that the service needs to carry out to obtain evidence whether there is a differential impact from their service on particular groups of people, how the service impacts that group adversely and the extent of that impact; 

· Any performance indicators the service maintains, or needs to develop, to monitor their progress against the revised Race Equality Scheme, action plan and legislative race equality duties; 

· Any actions the service should carry out to comply with the revised Race Equality Scheme and action plan, to comply with the general statutory duty or to improve their service generally to their customers.  

11.4
There is also a corporate requirement for all Council Business Units to complete an Integrated Impact Assessment (IIA) when scoping any new piece of work, project, designing new services or changing existing ones, or setting service plans.  The IIA is a mechanism for considering the extent of impact (whether high, medium or low) of any proposed or existing activity on a range of Council priorities and obligations, community needs and objectives from the Community Strategy.  The IIA also identifies  if a piece of work undermines our equality and diversity aims or if there is a missed opportunity to develop the project so that it further promotes equality and diversity.     

The outcomes of these assessments will feed into the annual service planning process, demonstrating consideration of race equality issues in each piece of work and throughout the service/project delivery process.  Each Business Unit service plan document records a high, medium or low impact of every piece of work upon a range of corporate priorities including the impact upon equality and diversity. 

11.5
The EIANA and IIA process will be carried out on each function or policy that the Council undertakes, and this will include work we undertake as part of a partnership activity.  In this way, we will also be able to extend the consideration of race equality relevance and impact to our partnership work, and encourage the promotion of better race relations in wider community projects.    

A record of each of the EIANA reviews for each function and policy will be held centrally within the organisation and published on the Council`s intranet and then on the website. 

In 2005 the Council introduced a new format for all reports, whether to go to Committee or Management Team.  The new report format requires that the equality and diversity implications of any piece of work are explored and specified in the report. 

12. 
Implementing the Scheme - Action Plan and timetable (2006-2009)
12. 1
The key to implementation is the revised Race Equality Scheme Action Plan.  The Action Plan can be found as a separate document (Appendix 1) which accompanies this Scheme.  It details the actions the Council will take over the next three-year period to continue to ensure corporate commitment, and to ensure that all Council services are assessed to meet the needs of all people in Basingstoke and Deane and our statutory requirements.  
The Race Equality Scheme Action Plan 2006 – 2009 forms part of the Corporate Equalities Plan 2006 – 2009 and supporting action plans.  Many actions that relate to race equality also relate to other strands of equality work such as disability, race, gender, faith and belief and sexual orientation.  The detailed actions that relate to one or more of these other strands will be found within the Corporate Equalities Strategy Action Plan.  
13.
Review of Race Equality Scheme, Action Plan, timetable and list of functions
13.1. 
Review of functions
All Council functions /policies/strategies will be reviewed by 31 May 2008.  This will be achieved through the Equality Impact and Needs Assessment and the outcomes of each assessment will be held centrally on the Council`s intranet with eventual publication on the external Basingstoke and Deane website.  The review will be carried out on:-
· Functions/policies/strategies identified at the May 2005 review;

· Any new functions/policies/strategies that have emerged since the 2005 review and are now in place;

· Any functions/policies/strategies as they are developed.         

The review of functions is included in the revised Race Equality Scheme Action Plan.  Each Business Unit is responsible for ensuring these reviews are carried out.   This process will be undertaken by a series of equality and diversity workshops for each business unit, to ensure that all relevant staff are trained in conducting equality impact and needs assessments.

The purpose of these reviews is to ensure that the each function is assessed for its impact on race equality, that needs of those people who use the service are identified, that barriers to accessing the service are identified, that consultation is carried out to ensure the service is meeting customer needs, that actions are put in place to address inaccessibility or inequality and that performance is measured to ensure these actions are effective. 

The reviews will also identify areas of equality work where staff need further training, continue to raise awareness of race equality as a service delivery issue, ensure progress against the race equality scheme and keep the race equality agenda centrally placed in the day to day work of the Council.   

As such, these reviews are pivotal in enabling the Council to achieve its vision.  

13.2. 
Review of the Race Equality Scheme and Action Plan  - Ongoing

Ongoing monitoring of the revised Race Equality Scheme will be carried out by the Corporate Equality Group.  The remit of this group extends to the whole scope of the equality agenda and so will incorporate race, disability, gender, age, sexual orientation and faith and belief. 

Any legislative changes in respect of a Council`s equality duties in general and in respect of race equality relations in particular will be identified by the Policy and Partnerships or by the Personnel Business Units and brought to the group.  These business units will also identify any changes to good practice or guidance that may affect the contents, focus or direction of the Race Equality Scheme.  The Corporate Equality Group will be responsible for assessing the impact of the new legislation, guidance or good practice and will determine if the Race Equality Scheme should be further revised as a result.   

The Corporate Equality Group meet quarterly and will monitor progress against the Race Equality Scheme Action Plan and Corporate Equality Strategy Action Plan which includes some corporate and generic equality tasks that relate to more than one of the equality strands.      

Each Business Unit Head is responsible for meeting the specific actions identified against them in the Race Equality Scheme Action Plan.  In addition, Heads of Service are responsible for monitoring actions within their own service plans, some of which will have emerged from the Equality Impact and Needs Assessment.  All service plan deadlines are also monitored quarterly by the Performance Manager to ensure timescales are met, service improvements carried out and projects completed. The Policy Co-ordinator for Equalities also has a specific remit to track all service plan actions that have emerged from the EIANA. 

Delivery of the Race Equality Scheme Action Plan and EIANA improvements will therefore be tightly controlled, any variance being reported to the Corporate Equality Group and major issues ultimately to Scrutiny Committee.     

Targets and performance data will be reported to and monitored by Personnel Committee, Performance Board and Scrutiny Committee.  This includes progress through the levels of the revised Equality Standard for Local Government.   

The Race Equality Scheme Action Plan covers the main areas of work for the next three years to ensure commitments in the Scheme and the fulfilment of our statutory responsibilities are followed through.  As delivery towards the Action Plan progresses, actions will be picked up by individual services and will become detailed and specific tasks within individual service plans.  It is therefore through the service plans that revisions to the Race Equality Scheme Action Plan will be made following involvement and direction from the Corporate Equality Group.       

13.3. 
Review of the Race Equality Scheme  - Full review 

A Race Equality Scheme was first published in 2002 and the action plan reviewed in 2005 as part of the Statutory Three Year Review.  This latest Race Equality Scheme has now been fully reviewed and revised in 2006. The Scheme provides a position statement on the Council`s approach to race equality, progress to date since 2002 and 2005, and together with the Scheme`s Action Plan (2006 – 2009), our intentions for the next 3 years. 

The Race Equality Scheme will be fully reviewed again in 2009.  This review will be conducted alongside a review of the Corporate Equality Strategy and Corporate Equality Plan.  

The review will consist of :-
· Ensuring continued legal compliance with the Race Relations Act and associated statutory framework;

· Good practice and guidance;

· An audit of actions/commitments made in 2005 and 2006;

· A new position statement and vision;

· Any new data identified for the workforce and Borough population, commentary and context;

· Any race related issues that affect the Council or the Borough;

· An audit of good practice developed by the Council in respect of race relations/equality;

· Progress against the Race Equality Scheme Action Plan and Corporate Equality Strategy Action Plan; 

· An overall consideration of race equality with the other equality strands (disability, age, gender, faith and belief and sexual orientation);

· Any additional actions/work carried out/systems in place since 2006 that were not identified in the Race Equality Scheme Action Plan but have contributed to promoting race equality and good race relations.  This would also entail consideration of how these could be developed in the future.           

The review will result in a new Race Equality Scheme and action plan to deliver the Council`s race equality duty and objectives, to support the Corporate Equality Strategy, and to complement the Schemes relating to the other equality strands.           

14.
Gathering and using information - Race equality targets and performance indicators

14.1
In addition to employment monitoring (see below), complaints monitoring and monitoring of the housing register, the Council is in the process of reviewing other data requirements to assess performance and community needs.  

14.2
The Corporate Equalities Strategy Action Plan 2006 – 2009 is the overall action plan to drive progress towards the Corporate target in the short term to achieve Level 3 of the Equalities Standard by 2009.  The objective in the medium term is to consolidate our position at Level 3 and build and monitor a bank of data and evidence to drive further service improvements.          

14.3
As part of the ongoing monitoring of the Community Strategy, the Council, along with the Local Strategic Partnership, are developing a set of Quality of Life indicators, one of which measures the percentage of people who think that people being attacked because of their skin colour, ethnic origin or religion is a very big/fairly big problem in this area. 

14.4
One outcome of the EIANA roll out across the Council and review of functions will be the development of further performance indicators.  As a result, each business unit will need to set their own targets and indicators to measure their individual contribution towards the action plan, and set indicators, targets and standards that meet their customers` needs. 

An indicator is also being developed corporately to measure progress against reviewing the list of functions.  
14.5
The Race Equality Scheme Action Plan 2006 – 2009 identifies the following areas of work where targets and performance indicators will be developed and used:-
· Attainment of Level 3 of the Equality Standard;

· Benchmarking with other Local Authorities;

· User satisfaction monitoring;

· Development of customer satisfaction performance indicators, targets and monitoring;

· An analysis of the annual general survey by ethnicity;

· Improving data on the ethnic profile of the workforce and the Borough;

· Continued monitoring of the workforce in accordance with our Equal Opportunity Policy; and 

· Expanding workforce ethnicity monitoring to a breakdown by business unit and by grade.    

14.6
To supplement this work, an ethnic minority housing needs survey and a more comprehensive ethnic minority customer survey, both to be conducted in 2006, will provide further details of our customer base and community profile.  The findings will be used to assess service needs and to establish a basis for future consultation.    

14.7 Employment Targets 
The Council aims to be the employer of choice within the community, offering opportunities to all and enabling us to deliver effective and improved services to our community.  As an employer, therefore, one of our objectives is to ensure that the workforce reflects as far as is practicable the breakdown of the population of the Borough, particularly in terms of ethnic composition.  Personnel records are therefore compared with information from the last available national census (2001) and our target for % of staff from ethnic communities reflects this at 3.46%.   

The target for % of top 5% of earners that are from black and ethnic minority communities seeks to maintain the previous historical position of at least 3% of people in this category.  

The Council`s performance monitoring framework ensures that certain indicators are monitored and reported, including those relating to employment.  Part of this system brings these indicators into the public domain through Personnel Committee, Performance Board and Scrutiny Committee as reports, data, trends analysis and supporting papers are published with the agenda and minutes on the Council`s website.  

The following information is reported through this process by ethnicity:-
· Reasons for leaving the organisation;

· Number and percentages of permanent and temporary staff;

· Proportion of staff from ethnic backgrounds compared to the local average;

· Applications received from minority groups;

With recruitment managed centrally by the Personnel and Training Business Unit, all applicants for vacancies are recorded on the Council`s Personnel system, HR Pro.  This enables us to monitor equal opportunities data, how many applications we receive and where the applicants saw the advert, assisting with future advertising campaigns. 

14.8
All the Council`s Audit Commission Best Value Indicators (BVPI`s) are published annually on the Council`s website, showing current year targets, and previous and current year performance.  This includes the following indicators:-

· The level of Equality Standard we have reached (BV2a);

· Score against a checklist for promoting race equality (BV2b);

· % of top 5% of earners that are from black and minority ethnic communities (BV11b);

· % of staff from minority ethnic communities (BV17a);

· Proportion of economically active local community from an ethnic background (BV17b); 

· Racial incidents recorded by the authority per 100,000 population (BV174);

· The % of racial incidents that resulted in further action (BV175).   

Other standards and measures that apply to our authority, BVPI`s, or our own performance measures on race equality eg: employment, service delivery, policy development, and how these measures relate to the scheme. 

In terms of other work, targets have been set to reduce under representation of people from some racial groups among our employees or raise satisfaction rates among residents from particular racial groups.     
14.9
The Council’s Equal Opportunities Policy in relation to recruitment and employment is currently under review and being re-written to ensure that it promotes equality and covers all legislative requirements.

14.10 
Recruitment workshops for managers are planned for the first quarter of the next financial year to ensure that anyone involved in the recruitment and selection process is aware of the legislative requirements with regards to equal opportunities and diversity.  The Personnel and Training Business Unit have made a commitment within the Race Equality Scheme Action Plan to identify barriers to employment and to work with other public sector agencies to attract ethnic minority candidates into the recruitment process. 
15.
Dealing with complaints

15.1
How will we deal with complaints about how we are meeting the duty

How do we deal with other complaints about race equality  

The Council has re-issued its complaints procedures for staff to use when dealing with a complaint from the public, including how to deal with complaints made face to face, in writing or over the telephone.  All complaints, regardless of their nature are dealt with according to this procedure. 

The Council is investigating how to introduce training for certain staff in dealing with allegations of racial harassment, allegations of inequality of treatment, breaches of equality legislation, complaints about how we are meeting the statutory duties, and other complaints about race equality.  This work is being taken forward as an action in the Race Equality Scheme Action Plan.     
The Council commissions an annual general survey, part of which is an analysis of the respondents of the survey by their ethnic origin.  Analysis of this ethnicity data will be routinely examined and monitored, as part of the overall analysis of the survey results, to establish where service improvements can be made or where further consultation with ethnic communities is needed to identify issues.  This survey also looks at levels of satisfaction in how complaints are dealt with.  This data compliments the monitoring carried out once a complaint has been resolved.   

16.

Involving people in consultation 

Basingstoke and Deane Borough Council is committed to ensuring that its services meet the needs of the community.  General consultation exercises have taken place recently within Leisure Services and Housing Services.  The General Survey is conducted annually.  Results of these surveys are evaluated by the ethnicity of respondents.   

A major consultation exercise was undertaken in 2005 on the Council`s Three Year Plan 2006 – 2009.  The Diversity Forum, as well as other community groups, were specifically invited to input into the development of council priorities and initiatives for the next three years.  In developing the Race Equality Scheme and Action Plan, and in consultation exercises generally, the Council intends to widen the scope of people with whom it consults.  There are specific actions in the Action Plan that will take this work forward.          

Consultation on this Race Equality Scheme took place between May and July 2006. In addition to engaging with staff and members, the Scheme was publicised on the Council`s website.    
17. 
Informing staff about plans and activities
Council staff are crucial in fulfilling the vision of equality of access and opportunity for all.  They support this vision:-

· In being offered equality of access and opportunity as employees of the Council;

· In delivering the Equal Opportunities Policy to promote access and opportunity to potential employees; 

· In delivering the Council`s services to the public and to their colleagues.  

· In delivering the action plan to improve customer services.  

Staff will be informed of, and included in, the development, implementation and delivery of the Race Equality Scheme by:-

· Regular presentations to Management Forum;

· The “Inside” staff newsletter;

· Tailored staff consultation programmes as the Scheme and Action Plan are developed;    

· As part of the Equality Impact and Needs Assessment, and Integrated Impact Assessment. This will identify training needs for individual staff and continue to keep awareness levels raised throughout the organisation. It will also bring some of the actions from the Scheme action plan and outcomes of the EIANA and IIA down into individual business unit service plans. 

· Actions in the action plan around providing staff with corporate guidelines for communication and consultation with the ethnic community.  Mainstreaming the commissioning, assessment and reporting of survey and research data by ethnicity across all business units. 

· The Annual report which will provide broad details of progress against the scheme.       
· Staff training issues will be identified through the EIANA process and new staff made aware of the Council`s approach as part of the induction programme.  Members are trained as part of the induction process. 
18. 
Informing the public about progress and Annual Reporting

The Corporate Equality Group will review this Scheme to ensure that it is consistent with current legislation and maintains progress against the action plan.

The Performance Board will receive the Recruitment, Retention and Equal Opportunities Monitoring Performance Report and ensure that the spirit of the both Corporate Equalities Strategy and the Race Equality Scheme is adhered to.

The Scrutiny Committee receives minutes of the Performance Board to ensure that appropriate issues are considered further.  

External scrutiny methods will be set up to ensure that appropriate issues relating to equalities and diversity are addressed consistently and effectively. 

Progress on the action plan, information gathering and what effect the information gathered has had on the Scheme action plan will be published annually in the ‘Basingstoke and Deane Annual Report’.

19. 
Preparation and publication of the Scheme

The revised Race Equality Scheme and Action Plan 2006-2009 has been prepared in consultation with key members and staff and the Corporate Equality Group.   

This Scheme is based on the version previously published in 2002, on the Statutory Three Year Review undertaken and published in May 2005.  It is also compliant with guidance issued by the Commission for Racial Equality and Race Relations legislation as outlined in Section 1 of this document. 

The Scheme will be published both in written and spoken format and is available on the Council’s website.  It will be made available in other alternative formats upon request.

Copies of the Scheme in written format will be available at local libraries and at the Council’s information ‘hot spots’. 

20.
How the Race Equality Scheme relates to other policies and strategies 

The Race Equality Scheme is based on the Council`s vision of equality and equal opportunities for all people who use Council services, regardless of their background, circumstances or other differences.  All Council strategies and policies therefore, including the Council Plan 2006 – 2009, support the aims of this Scheme.  

Appendix 1

Basingstoke and Deane Borough Council

Race Equality Scheme (Revised)

ACTION PLAN  2006 - 2009

Leadership and Corporate Commitment

	Aim: To ensure compliance with our duty to promote equal opportunity for all by ensuring that race equality is mainstreamed into all policies, functions and procedures of the Council.


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	To raise awareness of race equality corporately and assess the likely impact of existing and  proposed policies on race equality


	Business Units to undertake Race Equality impact and needs assessments on all policies and procedures
	A published programme of services, functions and policies to be needs assessed.

All functions, policies and strategies reviewed for relevance to the general duty every 3 years. 

Completed Equality Impact and Needs Assessments (EIANA) for each function, policy and strategy  
	Completion by end March 2008
	Strategic Management Team

Heads of Service

	To include Race Equality in the Council Plan and the Community Strategy
	The Council Plan and Community Strategy to include Race Equality within the Corporate Equalities Strategy
	Revised Council Plan and Community Strategy
	By April 2006
	Policy and Partnerships


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	To develop basic corporate guidance for staff on accessible information and signage
	Corporate guidance to be produced and posted on the intranet.
	Guidance available
	December 2006
	Corporate Communications

	Development of Diversity Forum to support the work of the Corporate Equalities Group
	Support the development of a Diversity Forum including appropriate financial assistance with meetings, transport etc
	The Diversity Forum is successfully set up and taking active part in the Race Equality Scheme
	By April 2007
	Policy and Partnerships

	Development of partnerships with other community groups for the purpose of consultation and feedback on service improvements 
	Identify and approach community groups to build working relationships to enable effective consultation on action plans, strategies, service improvements and priorities. 
	A range of groups regularly consulted.  Effective dialogue between these groups and the Council.  
	By April 2007
	Policy and Partnerships 

	Raise the standard of race equality across the Council


	The Race Equality Scheme will be reviewed every 3 years and monitored on a annual basis
	Annual report with a full review in 2009

Annual monitoring of the Action Plan will be reported to Strategic Management Team

A Revised Race Equality Scheme for 2009
	Results published through the Council’s Annual Plan

Full review 2009


	Policy and Partnerships

Strategic Management Team


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Effect improvements to customer services across the Council by achieving Level 3 of the Equality Standard   
	Deliver Race Equality Scheme Action Plan, Corporate Equalities Action Plan and Action Plans for other equality strands     
	The Council has attained Level 3 of the Equality Standard. Action Plans on target.  Action Plan deadlines met.   
	March 2007 
	Heads of Service 

	Benchmarking against other organisations on their approach to equalities
	Ongoing comparison with other public authorities for sharing of best practice on service improvement
	Benchmarking report together with follow up actions
	March 2008
	Policy and Partnerships

Heads of Service

	Commitment to make finance available for consultation, training and publicity


	Establish budget requirements and ensure future budget provision is made


	Budget to be provided from 2007/08 onwards
	April 2008
	Policy and Partnerships

Strategic Management Team

	Expand the equality and diversity guidance on the Corporate Report format
	Broaden the guidance provided on the Corporate Report format to include general information, a link to the EIANA and statutory obligations  
	The Council`s race equality obligations and practices  easily available when writing or reading a report. 
	March 2007
	Policy and Partnerships 


Consultation, Community Development and Scrutiny

	Aim: To make sure that minority ethnic people are involved in the planning and assessment of policies and practices and that results of this and consultation are clear and plain for residents and staff.


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Development of accessible communication channels
	Identification and routine use of appropriate communication channels for  individuals and staff including, where appropriate, the use of simple English leaflets, picture language and other languages. 
	Training provided on appropriate media for communication and future routine use
	December 2006
	Personnel and Training
Corporate Communications

Strategic Management Team
Heads of Service

	User satisfaction monitoring


	Monitoring of effectiveness  of communication channels and accessibility of information
	Effectiveness of communication channels included in the annual monitoring report
	Annual
	Policy and Partnerships

	Development of customer satisfaction performance indicators, targets and monitoring 


	Identify indicators within the Annual General Survey to measure satisfaction levels of non White British people with the Borough and Council services 
	Targets to measure satisfaction and inform improvement plans   
	Annual 
	Policy and Partnerships 

	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Analyse outcome of Annual General Survey by ethnicity 
	All questions from the General Survey analysed as White British and non White British 
	Areas of service improvement, customer need and public concern identified for the non white British community 
	Annual 
	Policy and Partnerships 

	To ensure that data on the ethnic profile of the community, and on the council`s workforce, is as up to date, accurate and comprehensive  
	Identify gaps in existing data 

Consult Hampshire Districts  on their use of ethnic profiling / monitoring data

Explore feasibility of local Census   
	Action plan for development of Borough wide data to measure community profile and profile of Council customers
	Gaps in data March 2007

Hampshire wide consultation March 2007

Local Census 2008
	Strategic Management Team 


Service Delivery and Customer Care

	Aim: To determine how policies, functions and procedures in service delivery and customer care affect people from different ethnic communities and whether they are having adverse effects  on some groups or individuals


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Identify service needs of minority communities and barriers to accessing services.  
	Needs to be identified through Equality Impact And Needs Assessment with assistance from community  groups 
	Included on the Council’s annual report to show progress on the action plan
	Annual
	Heads of Service

	To provide information in accessible formats
	Ensure that all staff who have contact with the public are aware of procedures to accommodate people with alternative language and accessibility needs. 
	Staff training and guidance available on the Council’s intranet on formats available on request
	Ongoing
	Corporate Communications

Policy and Partnerships

Heads of Service

	To analyse and disseminate the findings of the Diversity Forum
	Diversity Forum to participate in the annual review


	Results published on website and in other formats on request


	Ongoing


	Corporate Equality Group



	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Establish external scrutiny by local residents and peers 
	Establish formal scrutiny mechanisms to assess progress against the Race Equality Scheme and Action Plan  
	Publication of outcome in Annual Report 
	Annual 
	Policy and Partnerships




Employment and Training

	Aim: To determine how policies, functions and procedures in employment and training affect people from different ethnic communities and whether they are having adverse effects  on some groups or individuals


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	To monitor employment of staff from minority ethnic groups 
	Quarterly reporting and dissemination of employment monitoring information
	Results published on the  Council’s website from Personnel Committee and Performance Board minutes
	Ongoing
	Personnel and Training
Policy and Partnerships

	To eliminate any possible discrimination in the workforce


	Continue existing monitoring practices by:

· Training application rates

· Training nomination rates

· Harassment and discrimination complaints

· Grievances

· Disciplinary proceedings and decisions made

· Exit interviews 


	Trends and performance against targets monitored

Results published in the Council’s annual report


	Ongoing


	Personnel and Training


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	To undertake more detailed profiling of the workforce by grade, occupation and in each business unit to identify ethnic representation below corporate level. 
	Establish process for monitoring data by grade, by occupation and by business unit.  Reporting to Personnel Committee and Performance Board.   
	Position statement established and trends data built up. 

Targets and monitoring established.  
	Ongoing 
	Personnel and Training


	To identify barriers to employment and to work with other public sector agencies to attract minority ethnic people into the recruitment process
	Continue existing work to develop new initiatives through continued  participation/ consultation mechanisms and scrutiny 
	Impact and needs assessment completed and actions implemented
	Ongoing
	Personnel and Training


	Eliminate any possible discrimination in the recruitment and selection process
	Augment any existing monitoring practices to enable faster statistical analysis
	Statistical analysis with further action if appropriate
	Ongoing
	Personnel and Training

	Work with community and consultation groups to find ways to increase ethnic workforce representation
	Develop and maintain existing participation/ consultation mechanisms to discuss how to improve and increase representation of ethnic employees within the Council
	Results published in the Council’s annual report

The Council`s workforce will continue to reflect the broad community profile with regard to ethnic origin  
	Ongoing
	Personnel and Training


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	To provide suitable training for all staff and Members on responsibilities and implementation
	To provide training and  introduce race equality as part of the appraisal process/ competences against which staff are assessed

To assess staff training needs as part of the Equality Impact and Needs Assessment (EIANA)

To continue to include equality training as part of the Member induction and new staff induction process 
	Annual monitoring of training programme and assessment of trainers on the inclusion of race equality in training programmes.

Inclusion of race equality in the appraisal process

All staff`s training needs identified through out the year. 

All new Members trained.  
	Ongoing
	Personnel and Training

	To incorporate the requirements of the Race Equality Scheme into current training programmes
	Ensure trainers (external and internal) incorporate Equality Issues into their training programmes

Monitor training programmes
	Training reflects the requirements of the Race Equality Scheme

Annual statistics for race  related training of staff
	Ongoing
	Personnel and Training


	Objective
	Action
	Outcomes/Performance Indicators
	Timescale
	Responsibility

	Continual update and dissemination of staff guidelines on new race equality legislation
	Compilation of existing information available within the Council and production of up-to-date guidelines made available on the intranet
	Increase awareness among all employees of legislative requirements. Employees made aware when new legislation is passed.
	Ongoing
	Policy and Partnerships
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