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"COSLA welcomes and supports the additional duties placed upon local authorities under the Equality Act 2006.  Scottish councils have embraced equality in the workplace as a core principle which underpins service delivery and employment relations. The new duty will assist councils in the removal of discrimination and the promotion of equality between women and men."
Councillor Pat Watters

President, COSLA
1. Introduction to this guidance

This guidance is intended to help people working in local authorities in Scotland to meet the requirements of the Gender Equality Duty (GED). The guidance explains what the GED is and how it is likely to affect councils in particular. It includes examples of gender equality issues which have particular relevance to local authorities, and examples of developing good practice.

Other useful information on the GED includes the Scottish Code of Practice, which unlike this guidance can be used as evidence in a court of law, and EOC guidance on generic requirements such as gathering and using information, employment and Gender Impact Assessments, which are referenced throughout at relevant points.  Themed Scottish guidance is also available for pre-16 education providers, as well as for agencies working in the health and criminal justice fields.

This guidance starts with a summary of the key points of the gender equality duty and how they relate to local government in particular.  There is a section on the context in which the duty sits, linking gender equality issues to major issues in local government today.

The guidance then goes on to look at the practicalities of the duty.  This includes: gathering evidence, consulting stakeholders and conducting impact assessments, using impact assessments to set your priorities and draw up a gender equality scheme, and monitoring and enforcement.

It then looks briefly at some of the different priorities which councils may choose to focus on in developing gender equality objectives for their schemes, and provides some resources that might help implementation.  Throughout, there will be examples and case studies. 


The guidance ends with a set of top tips – key issues not to forget when looking at gender equality in your work.

The guidance has been drawn up by the EOC in consultation with many representatives from local government, as well as the voluntary and private sectors. CoSLA, SOLACE, the Improvement Service for Local Government and Audit Scotland have all been part of the consultation process.  Information and comments have been gathered from the Code of Practice consultation events in early 2006, the online consultation, and roundtable events hosted by CoSLA.  Paolo Vestri of Hexagon Research and Consulting provided background information.

2.  A vision for gender equality in Local Government
 “We are dedicated to achieving excellence in the delivery of public services.  Excellence will only be achieved when public services are delivered in a way that is accessible to all and personalised as far as is possible.  Excellence will only be achieved when all employees are treated in a fair and equal manner regardless of gender, creating a positive and successful workforce.”

Colin Mair

Chief Executive, Improvement Service for Scottish Local Government
Local government plays a key role in delivering real change for gender equality. It has many different roles:
· political leader; 

· major employer; 

· provider and commissioner of services; 

· planner; 

· regulator; 

· and a key player in partnerships. 

The GED requires Scottish councils not just to eliminate the sex discrimination which we know still exists in employment and public services, but also to take steps to actively promote sex equality through the work that they do. 


We know that councils aim to provide their communities with the best services to enable them to make the most of opportunities in life.  Many councils are already recognising and tackling inequalities.  We believe that by taking account of the impact of gender on women's and men's well-being, life experiences, use of public services and employment opportunities, local authorities can achieve even more to remove barriers and to promote equality.  The GED fits with the aims and aspirations of our public services.  

With leadership, planning, consultation and concerted action, the gender duty could help local government achieve real change in a whole host of areas.  It should help us achieve a Scotland where:

· customer-focussed services recognise and respond to the diverse needs of all our communities

· local authorities are exemplary employers

· local authorities lead the way in delivering equality through partnership working, leading by example

· local authorities demonstrate the value and benefit of equality in provision of local services, employment and policy

· where local people see real and continuous improvement in the services they receive.

… and where councils strive to embed gender equality through the Best Value framework, and the Scottish Executive, Improvement Service and CoSLA actively support councils in this work.
· Role of elected members in achieving this vision
The most important role for elected members is to provide the commitment and leadership required to promote gender equality through the local authority.  Elected members must be involved in setting the priorities for the gender equality scheme within their authority.  They should ensure that their council’s approach to gender equality is reflected in all mission statements, strategies and plans at a corporate and service level.  

Elected members have a unique role in providing a focus for engaging with all sections of the community.  They must ensure that the council recognises the diversity and diverse needs of its communities; and that the council’s plans, priorities and actions are informed by an understanding of these needs.

3.  An introduction to the GED
· The genesis of the legislation

Public sector duties to promote equality are not a new concept. The GED follows the race and disability duties and is part of a new movement away from the onus being on individuals taking legal cases after discrimination has occurred, to public authorities taking proper responsibility for promoting a more just and equal society and preventing discrimination. The principles of the gender duty fit with the wider public service reform agenda in Scotland in terms of delivering person-centred, accountable, world class services.

Ultimately, the GED can be seen as recognition that despite thirty years of sex equality legislation too little has been achieved in eradicating sex discrimination and sexual harassment, unequal pay, pregnancy discrimination, occupational segregation and other gender inequalities.  Women and men continue to experience disadvantage in the workplace, and boys' and girls' experiences in childhood can be very different due in part to persistent gender stereotyping and unequal treatment of the sexes.

Women and men, and boys and girls, have different needs from public services and access them in different ways, but little has been done to design services which recognise and are flexible enough to meet these different needs. The GED aims to change that. The aim is better public services for all.
The GED aims to improve services, policies and practices for all men and women, boys and girls, and is not focused on tackling any particular disadvantaged group. Once priorities for action have been set, based on evidence, certain groups might be targeted, such as low-paid women or under-attaining boys, but the aim at the outset is not to focus on any one group over another or to make assumptions about who should be the priority group. The duty is about taking steps to promote gender equality for all.     

· Summary of the legislation: General and specific duties
The Gender Equality Duty (GED) was created by the Equality Act 2006. This Act amends the Sex Discrimination Act 1975 to place a statutory duty on public authorities, when carrying out their functions, to have due regard to the need to:

· eliminate unlawful discrimination and harassment; and 

· promote equality of opportunity between men and women.  

These are the requirements of the general duty and are the core of the gender duty. 
Unlawful discrimination means:

· direct and indirect discrimination against women and men, in employment and education, in goods, facilities and services and in the exercise of public functions; 

· harassment, sexual harassment and discrimination on the grounds of pregnancy and maternity leave; 

· discrimination on the grounds of gender reassignment in employment and vocational training; 

· direct and indirect discrimination in the employment field on the grounds that a person is married or a civil partner; 

· victimisation as a result of raising, intending to raise a complaint or acting as a witness or give evidence in support of someone raising a complaint.


All public authorities in Scotland, from April 2007, must be able to evidence progress towards eliminating discrimination, as well as promoting equality between women and men.  This requires public bodies to analyse which of their activities (employment, policy-making, service delivery, regulatory etc) could make a difference to gender equality, and to prioritise action to achieve clear outcomes.

To support progress in delivering the general duty, there is also a series of ‘specific duties’, which apply to listed public authorities, as specified in the Order made by Scottish Ministers.  These set out the exact steps those authorities should take to help them meet the general duty. 

The specific duties require listed bodies to: 

By 29 June 2007 

1. Gather information on how their work affects women and men, boys and girls
2. Consult employees, service users, trade unions and other stakeholders such as parent’s groups and the local community

3. Assess the different impact of policies and practices on both sexes and use this information to inform their work
4. Identify priorities and set gender equality objectives

5. Plan and take action to achieve those objectives

6. Publish a gender equality scheme, report annually and review progress every three years. 

By 28 September 2007
7. Publish an equal pay policy statement (for listed bodies with 150+ staff) and report on progress every three years.
All Scottish councils will be covered by the requirements of the specific duties.  Additionally, a range of bodies relevant to councils will be listed, for example:

· Scottish Executive Ministers, departments, major Non Departmental Public Bodies (NDPBs) and agencies (for example Communities Scotland, Her Majesty's Inspectorate of Education, Social Work Inspection Agency)

· Education authorities

· Police and fire joint boards

· Chief Fire Officers and Chief Constables

· Licensing boards

· Audit Scotland

· Health boards

· Scottish Enterprise and HIE

· Scottish Commission for Regulation of Care

· Further and higher education institutions
Education authorities are required to produce their own gender equality scheme and equal pay statement.  In addition to this they also have a responsibility to ensure that the schools they manage gather information on the effects of their policies and practices on gender equality, assess the impact of those policies and practices on gender equality, carry out steps to meet the duty in line with the education authority scheme, and report on these activities.

For more information and advice on how schools and local authorities should approach this, see our guidance for the pre-16 education sector in Scotland.

· Gender equality schemes

What are they? What do they need to contain?

A gender equality scheme must set out:

· the organisation’s gender equality objectives, and what evidence has been used to develop these objectives
· how you will gather information to monitor change, in terms of employment (if the organisation is responsible for employing staff) and service delivery
· how you consulted staff and service users in setting objectives
· how you will assess the impact of the organisation's policies and practices on gender equality
· what action you will take to meet your objectives over the next three years.
The gender equality scheme can be embedded within another strategic document, such as a corporate plan or community plan. 

It is important that elected members are fully aware of the legal implications of the gender equality duty and the importance of the schemes.  It may be helpful to ensure that there is an elected member taking responsibility for leading the development of the scheme.

Evidence of effective practice might include:

· evidence of commitment from elected members and management structures from senior management level onwards

· evidence of the link to corporate priorities and business plans

· lead staff members with clear responsibilities for taking action 

· resources made available where needed, eg, for consultation, information-gathering or service re-design

· measurable and timebound indicators of progress 

· measures to build the capacity of the organisation to meet the duty (for example training, or internal quality assurance processes)

· separate action plans for individual departments where appropriate – or clear evidence that a council-wide response has been developed to the GED

· details of how impact assessment will be incorporated into future planning

· details of how the council will ensure the duty is met in procurement and partnership work.
Although there is no specific agreed national standard for local authorities in this field, Scottish councils may want to look at the Equalities Standard for councils in England and Wales as a useful model for self-assessment and continuous improvement which would help to meet the requirements of the gender duty. 

Setting priorities

The GED does not specify a particular focus for your work. It is up to the individual council, in consultation with stakeholders, to select priorities for action. Organisations should take a careful, evidence-based approach to developing objectives. This means looking at relevant statistics and research, as well as national and local policies, and identifying the areas of the organisation’s work that could make the greatest difference to gender equality. 

Councils should consider what gender equality objectives are most relevant to the needs of service users and stakeholders, and what objectives will promote equality for staff members. Some suggested priority areas, linking to existing priorities for local government, are set out in sections 4 and 5 below.

Councils will also be expected to benchmark their own priorities against stated national priorities, for example the national Domestic Abuse Strategy, the Scottish Executive's Equality Strategy, and the equality expectations of Best Value, community planning and public service reform.

The point of producing the gender equality scheme is to bring about real visible change that can be built on in future years.  It is important that the scheme focuses on actions and outcomes – specific identifiable improvements in policies, in the way services and outcomes are delivered for citizens and staff.

It is important to recognise that different local authorities are starting at different stages and  levels with GED.  The GED applies to all councils in the same way, but the priorities each council chooses should be appropriate to the local context and a clear assessment of the council's starting point.  Priorities must be chosen for their relevance to gender equality and not because they are easy to achieve within three years or can be funded within existing budgets.  Never forget that the duty requires organisations to act to promote equality as well as to end discrimination.

Local authorities might not be able to take actions to improve all of their functions in a single 3-year cycle of the gender equality scheme, but there is a continuing duty of improvement, which means prioritising functions with the most relevance to gender equality.   Fulfilling GED requirements will depend on continuous improvement being made against evidence based and reasonable priorities.  It is recognised that a number of councils are trying to address inequalities, and the aim of the duty is to accelerate and give a focus to existing good work.  To help with this, section 4 below gives some suggested priorities and some useful facts for each.  

Consultation

Councils are required to set out arrangements for consulting on the preparation of gender equality schemes and objectives. 

Local authorities already conduct numerous consultation activities, work with a large number of organisations and individuals and provide information in a great variety of formats.

Consultation is an activity which helps councils in various aspects of their work: planning services to meet local needs, ensuring service users' views are included, and being able to meet the consultation aspects of the race equality duty as well as the gender equality duty.  

The Disability Equality Duty requires involvement of disabled people to a higher degree. Involvement of disabled people is a hard won concept which clearly reflects the history of disabled men and women's experiences in terms of being excluded from the design and delivery of public services and policies.  Involvement requires a different approach from consultation. Learning from the required involvement of disabled people, involving members of equality groups would be good practice for the production of all three equality schemes.  This could incur greater costs than consultation, but the benefits could be significant in terms of better service delivery and design.

Rather than start from scratch, look at what you already do as a council or within your department.  How can you adapt your existing methods of consultation to meet the requirements of the gender equality duty?  Remember that the specific duties require you to consult employees, service users and trade unions, as well as any other stakeholder likely to have an interest in the development of the scheme.

For local government, key stakeholders would include:

· Staff – men and women at different levels of the organisation 

· Trades unions

· Service users – ensuring women and men are consulted 

· Potential service users – ensuring men and women from different sections of the local communities are consulted 

· Girls and boys (where appropriate) 

· parents/carers 

· the local community (such as through voluntary organisations and faith & religious groups) 

· partners in planning processes, such as Community Planning or Joint Health Improvement Plans, and partners in service provision, including voluntary organisations.

Consultation can be a significant task both for public bodies and for the people they consult.  Often it will be sensible to join up consultation with other organisations targeting similar groups, or with your existing consultation/planning processes, to minimise consultation fatigue.  For example, councils could join together to consult with other community planning partners; or could include a gender equality element within a standard consultation, through mechanisms such as citizens' panels or annual surveys.

It is important that councils' consultation arrangements are gender-equality proofed to ensure that mainstream surveys and other consultation exercises encourage participation from both sexes but also provide gender-specific information so that differences in views can be analysed.  Local authorities need to put in place consultation arrangements that allow the greatest number of people to participate. You may need to find ways of consulting with minority ethnic communities (including women) beyond those who traditionally represent them (often men). If councils use consultative forums or meetings, they need to consider the impact of parenting and caring responsibilities on the ability of people to take part in these meetings.  In addition, times and venues need to be accessible to everyone. 

There is evidence that separate consultation exercises for men and women may give different responses; local authorities should consider this in appropriate circumstances.

Councils meeting Communities Scotland's Standards for Community Engagement will be able to use the processes they have put in place, and information they have gathered, to help meet the GED.

Gathering and using information

Councils will need to set evidence-based gender equality objectives, making sure that the priorities that are chosen are founded on existing evidence and research, as well as on stakeholders' views.  National evidence sets are often disaggregated by gender and can be useful for getting a broad picture against which local information can be compared.  A summary of existing Scottish statistical sources on key policy areas, and the extent to which sex-disaggregated information is available, can be found at www.eoc.org.uk/genderduty.

As well as using national information sources, councils should make best use of their own internal data to help set priorities.  Possible categories of information  which public authorities might collect or use for this process include:    

· gender differences in needs or expectations of service users

· differences in how women and men access and use their services, any barriers, and their satisfaction rates

· any information they can collect on who is not using their services when they might be expected to do so and why

· service outcomes broken down by sex, eg educational attainment, housing provision or outcomes from social work interventions

· the gender profile of their staff –  data on recruitment, promotion, the distribution of women and men in the workforce by seniority and by types of work ('vertical and horizontal segregation'), flexible working take-up rates, an analysis of training opportunities, appraisals, grievance and disciplinary procedures, reasons for leaving and redundancy.  This data also needs to be analysed for part-time staff, and those with caring responsibilities, because women are disproportionately represented in those groups.  Where relevant, external organisations providing services under contract should be asked for similar information on their staff.   

· barriers to staff progression

· the extent and causes of the gender pay gap in the authority for full-time and part-time staff, including the impact of occupational segregation, of discrimination and of women’s disproportionate share of caring responsibilities

· the prevalence of harassment and sexual harassment of staff and service users, the number of formal complaints and the outcome of complaints

· return rates of women on maternity leave and whether they are returning to jobs at the same level of responsibility and pay  

· issues and barriers affecting transsexual staff and potential staff.

See our generic guidance on information gathering for more advice on the kinds of evidence that can be helpful in setting gender equality objectives. 

A single equality scheme?

Some councils may wish to publish one single document which addresses their actions to meet the three public sector equality duties (race, disability and gender) or which covers all six equality strands.  The EOC has no objection to this providing that the distinctions between the duties are recognised and accounted for, and we can clearly see that the requirements of the gender duty are being met. 

There may be some advantages to producing a single equality scheme as this may allow better recognition of the complexities of people's identities. Men and women are not homogenous groups and the interactions between someone's gender and their age, sexual orientation, or disability for example might lead to multiple and complex discrimination.  A single scheme to address multiple inequalities might better capture the work that is required to tackle persistent problems of multiple discrimination in Scotland such as the low employment rates of disabled women, or the poor educational outcomes faced by boys from particular minority ethnic groups. 

For more information on the commonalities and differences between the duties, you may wish to refer to this document.
Monitoring and reviewing

Councils will need to report annually on the actions that they have taken or intend to take to meet the gender equality duty. This need not be a lengthy document; indeed the regulations ask for a "summary report".

 

The first report must be published no more than a year after the publication of your first gender equality scheme. The first scheme must be published by 29 June 2007.

 

Reporting annually on actions will help councils to monitor progress towards their gender equality objectives and to review the actions set out in their action plans to ensure that they continue to be the best way to meet their objectives. The report can be incorporated into another strategic document to fit with a council's public performance reporting requirements. 

The actions set out within the scheme must be achieved within three years of the scheme's publication.  Organisations must review their gender equality scheme at least every three years and publish a revised scheme. The reviewing process is an opportunity for local authorities to evaluate progress made towards the achievement of their gender equality goals and to decide, in consultation with stakeholders, on their priorities for the next three years.

Gender impact assessments

Gender Impact Assessment (GIA) is a key stage in the development of the Equality Scheme, and will help organisations to continually improve the way they embed gender equality into their work as they move forward.  Local authorities will have to assess the impact on gender equality of existing policies and practices as well as future developments, and publish the results. This will include asking questions of new or existing policies such as:

· Does the policy/service promote gender equality?

· Does the policy/service reinforce gender stereotypes?

· Is there evidence to suggest that boys and girls or men and women have different needs, experiences, concerns or priorities in relation to this policy/service area?

· Could the policy/service unintentionally disadvantage people of one sex or the other, or transgender people?

This might seem challenging, especially to organisations which are at different starting points in relation to equality impact assessments and who are not familiar with this approach to policy and practice development.  Published gender impact assessments will be expected to showcase the organisation's understanding of the different gendered implications for its service users and staff.  However many public service providers already recognise that GIA (and broader equality impact assessment, which looks across the equality strands) is a useful tool to help organisations to identify unexpected negative impacts on boys and girls or men and women. It helps organisations to avoid unintentional discriminatory practices, and to build equality into new developments from the outset. It can also help in identifying areas for positive action to promote equality.

Policies and functions which could benefit from gender impact assessment might include:

· Strategies to tackle anti-social behaviour

· Voluntary sector funding policies

· Social care delivery

· Regeneration policy

· Community safety strategies

· Education policies (see pre-16 education guidance for more detailed suggestions)

· Corporate complaints procedure 

· Road safety plans 

· Day care services 

· Housing needs allocation policy
· Job evaluation schemes

· Terms and conditions of employment, including: pay, overtime allowances, bonus payments, annual leave and flexible working practices

The outcomes from gender impact assessment can also be useful learning to support continuous improvement across the organisation and to build into self-assessment processes. 

Many organisations may be conducting integrated impact assessments, looking at race equality and disability equality along with gender equality.  This can be done as part of a general risk assessment process and is an acceptable approach, so long as the issues distinct to each strand are recognised and dealt with.  Health improvement assessments have been developed quite extensively; there is much that could be learned from their approach.
Detailed information on how to conduct a Gender Impact Assessment, including a worked example from a local public body, is available in separate guidance. 

Publishing an Equal Pay policy – What do you need to do?

Under the specific duties, all listed public bodies need to consider including an equal pay objective in their gender equality scheme.  This means that each public body will need to undertake a process of determining whether their policies and practices are contributing to the causes of the gender pay gap.  This should be done in consultation with employees, trade unions and other relevant stakeholders.  Public bodies which choose not to include an equal pay objective within their scheme will need to justify their reasons for this.

In addition, by 28 September 2007, listed bodies with 150 or more full time equivalent staff will be required to publish a statement setting out their policy on equal pay between men and women.  They will need to report on this statement within three years.

For more information on equal pay, and a model equal pay policy, see our Scottish Code of Practice on the Gender duty.  Additional useful advice is available in our Code of Practice on equal pay, and our guidance on meeting the gender duty in employment.

Additional duty on education authorities 

The general duty applies to all public bodies including local authorities and schools.  However, in Scotland there are specific duties that education authorities will be required meet.  As well as publishing their own scheme and equal pay statement, education authorities will have to ensure that the schools they manage keep a copy of the scheme, gather information on the effects of their policies and practices on gender equality, assess the impact of those policies and practices on gender equality, carry out steps to meet the duty, and report on these activities.

This duty is similar in many respects to the requirements of the Disability Equality Duty for education authorities.  For more information on the GED and education authorities, see our Scottish Code of Practice and our guidance for Scottish pre-16 education providers.
How does the duty affect single sex services?

Single sex services can meet a variety of needs which would be difficult or impossible to deliver in a mixed-sex setting.  Amongst women’s organisations this includes women-only spaces, personal development, high service-user involvement, good peer support, delivery of complex services and accessing women who are traditionally ‘hard to reach’.  They are lawful where there is a clear need to preserve decency or privacy, such as a women’s refuge.  However, this is a complex area of law with a number of exemptions.  

The law in this area does not change under the gender duty.  The duty does not mean that single sex services should be cut, or that services should be provided on the same scale for both men and women.  For example, because women make up the majority of victims of domestic violence and rape it would not be appropriate for a local council to fund or provide refuge services on an equal basis for men and for women.  More information on this issue is available in the Scottish Code of Practice.

Legal considerations for single-sex training also remain unchanged under the duty.  For example computer classes could legally be provided separately to men and women only if they were equally available to both groups.  However, another option for training would be under positive action, whereby specific training is provided to a group who have been discriminated against or under-represented for a period of time.  This could include management training for women or a scheme to encourage more men to consider primary teaching or nursing.   

Transsexual/Transgender aspects

The gender equality duty incorporates a statutory duty to pay due regard to the need to eliminate discrimination and harassment towards transsexual, and potential transsexual staff.  Although the gender duty does not explicitly require the promotion of equality of opportunity between transsexual and non-transsexual people, people working in public authorities should aim to do this as a matter of good practice. 

The term transsexual is usually used to describe a person who intends to undergo, is undergoing or has in the past undergone gender reassignment (which may or may not involve hormone therapy or surgery), and it is this individual who receives protection under the law.

Transgender people (those people who identify their gender to be different from the physical one into which they were born) who choose not to undergo medical treatment and simply live their life in their new gender are not subject to the same legal protections as transsexual people. 

 To meet the obligations under this aspect of the GED, local authorities need to ensure that all staff, regardless of their gender identity, do not suffer discriminatory treatment at work and are able to reach their full potential.
For more information on this aspect of the legislation, please refer to our guidance on 'The Gender Equality Duty and Transsexualism in Employment'.

Enforcement

The EOC, and after October 2007, the Commission for Equality and Human Rights (CEHR), will have formal powers of enforcement which we will use if we have evidence that public authorities are not taking action required by the GED. Enforcement can be by judicial review or compliance notices. For detailed information on enforcement issues, see the Scottish Code of Practice.

The extent to which public authorities have complied with the duty is likely to be assessed by the EOC on the following criteria:

· Information: does the public authority have the information which allows it to understand the impact of its work on women and on men (including transsexual women and men)?  For example, is it collecting gender disaggregated data?

· Consultation: have the relevant people inside and outside the authority been involved in appropriate ways, in providing information and identifying gender equality priorities?  For example, voluntary and community organisations with specialist knowledge on gender equality would be highly appropriate to consult.

· Transparency: has information about the gender equality scheme been widely available through appropriate channels and in a variety of formats? This should include details of decision-making processes, priorities, actions as well as updates on progress. 

· Proportionality: in addressing the duty, has the public authority put its effort and resources where they will have most impact on gender equality (and have they done enough to find out what the most significant issues are)?

· Effectiveness: has action been taken and has it delivered the required outcomes, leading to less discrimination and greater gender equality? 

Inspection bodies such as Audit Scotland or HMIE also have a role to play, and they are bound by the duty in their own functions.  They will need to ensure that the duty becomes an integral part of the scrutiny process, built into their inspection regimes and informing their judgements on what constitutes good performance.  They will need to consider how best to, for example:

· Review inspection and auditing methods and performance indicators, and consider gender equality within their existing frameworks.


· Ensure that appropriate actions on progressing gender equality are contained in any Improvement Plans that emerge from scrutiny processes.

· Advise local authorities on developing effective gender equality schemes, action plans and monitoring arrangements. 

· Identify and share best practice.

· Provide information on progress being made, both to support local authorities' continuous improvement, and to improve accountability to the public.

"The new gender equality duty is an important milestone for councils as expectations rise and staff shortages are felt. It will help to ensure that council services can respond to the needs of local people and that staff are treated fairly and enabled to reach their full potential."

Caroline Gardner

Deputy Auditor General and Controller of Audit, Audit Scotland

4. What do we want to see from local government? 

The aim of the duty is not to create more bureaucracy but to make visible and faster progress towards gender equality.  Some indicators of progress we will expect to see include:

· Gender equality issues, and their budgetary implications, are considered at the beginning of policy-making.

· It is easy to find a wide variety of data and information to assess effectively how certain actions will affect women and men.

· Women and men from all groups feel effectively engaged in decision and policy-making around issues that have a direct effect on them.

· Service-users notice that services are delivered more appropriately and service outcomes by gender begin to improve.

· Local authorities take steps to prevent gender-based violence from occurring and provide support to those affected. 

· Women and men are making greater use of services that their sex had previously under-used.

· Women and men are represented at all levels of the workforce and in all areas of work.

· Harassment of staff and service users and others (including tenants, looked-after children or any other individual for whom the authority has responsibility) is dealt with promptly and systematically, according to agreed procedures, and all staff understand that harassment will not be tolerated.

· There is no disadvantage experienced by pregnant women and women returning from maternity leave.

· The gap between women and men's pay narrows and is eventually eliminated.

· Employees with caring responsibilities are receiving greater support from the local authority, including flexible and part-time working opportunities at all levels of work.

· Arrangements are in place to support the caring responsibilities of service users. 

· More equal take-up of flexible working opportunities, parental leave etc.

· Transsexual people feel supported and valued as employees and potential employees; barriers to the recruitment and retention of transsexual staff have been identified and removed.

·  The rate of retention of transsexual employees undergoing transition improves.
· Employees are aware of the gender equality duty, understand how it will affect their work, and have the skills to implement the duty in their work.   
5. Making the change - some suggested areas of focus for gender equality objectives…
The challenges set out above are discussed in more detail in this section, with some suggested areas for councils to prioritise in terms of the gender equality objectives they could set out in their schemes. Of course, it is up to each local authority to look at national and local evidence and consult stakeholders to set objectives.  Only individual councils can decide for themselves what actions they can take within three years to make a difference and help meet their objectives.  However there are some clear areas within councils' remits where we would expect the GED to achieve change.

….internal to local authorities

· Elected Members
According to COSLA’s 2003 survey of 1,222 councillors , 21.8% were female and 78.2% were male. 33% of female councillors have caring responsibilities, whilst only 25% of male councillors have similar responsibilities. Of Scotland’s 32 Local Authorities, 6 council leaders are female (18%), and 26 are male (82%)
.  7 Civic Heads are female (22%) and 25 are male (78%).

Clearly this is an issue for political parties to address, and the 2004 legislation allows positive action for local council candidates, which is not an area covered by the GED.  It is hoped that the move to election by Single Transferable Vote in May 2007 will allow for a more diverse cadre of councillors representing Scottish wards. 

Councils can make changes in the way they conduct business to encourage more women to come forward for election and should look to do this under the GED, although there is no specific requirement to do so (as exists under the DED, to support disabled elected members).

Some examples of good practice would include:

· Ensuring timing of meetings fits with members' potential family commitments

· Paying carers’ expenses or providing childcare 

· Promoting vacancies for elected positions and what it means to be a councillor in a broad and diverse range of publications and locations, for example GP surgeries, nurseries, library noticeboards and local sports venues.

· Providing mentoring and support for newly elected members
· Shadowing schemes for members and those holding leadership positions 

· Ensuring that the Councillors Code of Conduct is understood and followed and that elected members and officers treat each other and themselves with respect.
How can council officers support elected members to lead compliance with the duty?

 

· Be able to brief elected members clearly on their legal responsibilities

· Ensure that scrutiny committee members know about the gender equality duty and how to consider gender equality in their scrutiny function 

· Train members to identify equality issues in different areas of work 

· Ensure that the lead officer(s) understand their responsibility.

· Employment
An organisation with unequal employment practices is unlikely to promote greater equality for its service users. Local authorities should be looking at their employment role as well as at the services they provide, when setting their gender equality objectives.  Councils must consult with trade unions and employees when considering what employment  objectives to include in their gender equality scheme.

The following issues are usually the most common ones to be considered when a public authority is deciding employment priorities for action:

· Equal pay

· Avoiding concentration of women and men into particular areas of work and taking steps to address it where it already exists ('horizontal occupational segregation')

· Ensuring fair recruitment processes

· Promoting and managing flexible working

· Ensuring high-level part-time work and supporting part-time workers

· Ensuring women and men have access to senior positions, and taking steps to address the under-representation of women in senior positions where it does exist ('vertical occupational segregation')

· Managing leave for parents and carers

· Managing pregnancy and return from maternity leave

· Eliminating harassment including sexual harassment

· Eliminating discrimination against, and harassment of, transsexual staff and potential staff

· Grievance and disciplinary procedures

· Redundancy

· Retirement

· Work-based training opportunities  

Equal Pay 

Local government is already beginning to take action to address the specific duty on pay through the Single Status Agreement.  The EOC welcomes this agreement; however it is clear that unequal pay remains a problem in Scottish local government, and the requirement to take action to eliminate pay inequalities is re-emphasised with the introduction of the GED.  Councils' gender equality schemes will need to clearly identify what action they are currently taking, or planning to undertake, to deliver equal pay.  

The Code of Practice on Equal Pay recommends an equal pay review as the best means of ensuring that a pay system delivers equal pay.  Completing an equal pay review is, therefore, the best way of ensuring that you are complying with the need to eliminate unlawful discrimination in your pay system.  Whatever kind of equal pay review process is used it should include:

· A job evaluation system supporting the pay and grading structure that is transparent and free from any gender bias   

· Comparisons between the pay and benefits of men and women doing equal work, including overtime, bonus payments etc.    Identification of any trends causing pay gaps, including by differences between part-time and full-time workers' pay, the concentration of women in low paid, low status positions and policies concerning starting salaries.

These features are the same, regardless of the size of the public body and a pay review that does not include these features cannot claim to be an equal pay review.  Equal pay reviews are not simply a data collection exercise and conducting a robust equal pay review requires a  commitment to put right any sex-based pay inequalities. 

As a matter of good practice when undertaking an equal pay review public bodies may also want to look at ethnicity, disability or age to the extent that they interact with gender. 

You can find the code of practice on equal pay at: http://www.eoc.org.uk/PDF/law_code_of_practice.pdf.  

In Scotland, as well as considering setting an objective within their gender equality scheme, councils are required to develop and publish an equal pay policy statement, and report on progress within three years.  More details on this can be found in the EOC's Scottish Code of Practice on the Gender Equality Duty.

Occupational segregation

CoSLA figures show that 4 Council Chief Executives are female (12.5%), and 28 are male (87.5%)
.  Across the board, there is consistent disparity in employment patterns.

Twice as many women as men work in local government.  But whereas 88.5% of men in local government work full-time and only 11.5% are part-time; only 46% of women in local government work full-time and 54% are part-time.  90% of part-time workers in local government are women
.

Occupational segregation within council employment reflects the situation that women are predominantly employed in part-time and lower paid roles such as cleaning, catering and caring.  Gender inequalities can be found across the board in local government employment, for example in schools and caring services. Female dominated occupations that are traditionally associated with women's work tend to show common problems of low recognition of skills, low development or accreditation of skills through formal training, low pay relative to the nature of the work and weakly embedded career structures.
The EOC's General Formal Investigation into the role and status of classroom assistants ('Valuable Assets') explores the undervaluing of a largely female occupation in more detail. The school workforce in Scotland has changed significantly in recent years with the introduction of almost 13,000 pupil/classroom support staff performing vital and skilled roles in schools.  The findings from the investigation illustrate the negative effect within employment of the undervaluing of women's traditional caring role in society.  Recommendations will be published in June 2007 to support employers to achieve change.

Flexible working

Over a third of mothers and more than one in ten fathers have given up or turned down a job due to their caring responsibilities. Making work more flexible will enable all your staff to balance their work and caring responsibilities. Increasing the availability of flexible and part-time working, especially at senior levels, will help authorities to maximise the potential of their entire workforce, leading to better quality public services, better outcomes and improved customer satisfaction.

Pregnancy discrimination

30,000 women a year still lose their jobs due to pregnancy discrimination.  The best employers achieve return rates from pregnancy of over 90%, enabling them to retain valued staff and reducing staff turnover costs. 


Sexual Harassment 

Harrassment is still prevalent in Scottish workforces and is one of the top five reasons for calls to the EOC helpline. Public sector employers must consider the steps they need to take to prevent harassment and discrimination occuring to all their staff, including transsexual staff.
Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their role as employers.

· Achieving Best Value

Focusing on equalities will help councils to achieve Best Value. A mainstreaming approach, ensuring that all services, functions and policy areas recognise the importance of equality as core to their work, will help local authorities build the Best Value characteristics not just of equal opportunities directly, but also of commitment and leadership, responsiveness and consultation, sound governance, joint working and accountability.  

CoSLA's Guidance on Equalities, Best Value, Community Planning and Power of Well Being (published in 2003) makes it clear that 

"mainstreaming of equalities issues within the Best Value framework cannot be achieved unless the council includes the promotion of equal opportunities as a core value and there is a clear commitment to mainstreaming equalities issues into all aspects of its work. This in turn will require the inclusion of equalities issues within the council's strategic objectives and processes put in place to ensure that service plans are achieving those objectives."

Among other things, CoSLA recommended that:

· Councils should ensure that there is top-level commitment at both elected member and officer level to mainstreaming equalities.

· Councils should ensure that equalities issues are reflected in their strategic objectives and highlighted within service plans.

· Councils should ensure that equalities performance measures and targets are identified to measure their performance in the delivery of equal opportunities and are reported to the public through public performance reporting.

· Councils should identify gaps in information on take-up of services and employment particularly in relation to gender, race/ethnicity and disability, and prepare an action plan over a realistic timescale to fill those gaps.

· Councils should ensure that the scrutiny of performance in relation to Best Value includes mechanisms for the internal/external scrutiny of the delivery of equality objectives.

· Councils should ensure that equality requirements are taken into account in their procurement strategy.
· Councils should ensure that their employment policies are fully in line with their commitment to equal opportunities and that a training strategy is put in place to support the mainstreaming of equalities across all their activities
Councils which are meeting these CoSLA recommended standards will be well on the way to meeting the requirements of the Gender Equality Duty.

· Procurement

Councils are directly responsible for purchasing a wide range of goods and services. They should bear in mind that the gender duty means that they will have to pay due regard to the need to eliminate unlawful discrimination and promote equality of opportunity for women and men in the way in which they procure goods and services. 

You can find out what this means in practice by looking at our Code of Practice. Detailed guidance on procurement will be available from spring 2007. 

… when working with partners

· Partnership Working 

Local authorities will be involved in partnerships in order to better deliver their services  – for example, police and fire joint boards, community planning partnerships or regional transport partnerships.

Unless those partnerships have a separate legal identity in their own right, they will not be bound collectively by the gender equality duty.  For example, police and fire joint boards are specifically covered by the duty and will be legally required to publish a gender equality scheme, while community planning partnerships will not.  However, local authorities that are involved in partnership work with other public bodies, or with private or voluntary sector organisations, are still responsible for meeting the gender duty and any specific duties within their partnership role. 

In practice, this will mean that a local authority working within a partnership will need to seek agreement from its partners to arrangements for planning, funding and managing joint work that will allow it to meet its statutory gender duty, and its partners to meet theirs. Councils and other public bodies must ensure that they give due regard to gender equality in relation to the work of the partnership by ensuring that it takes forward work to promote gender equality.  This means that elected members on these boards have a role to ensure the boards are following the duty, while councils also have a role to play in helping to monitor and raise non-compliance with their partners.

CoSLA's 2003 guidance (cited above) set out a mainstreaming agenda for community planning, which is a useful approach to follow in developing both community plans and other forms of partnership activity such as Regeneration Outcome Agreements:

"Community Planning partnerships will be able to mainstream equalities into all their activities more effectively where all the partners are already mainstreaming equalities as part of their approach to implementing Best Value.

As the outcome of the community planning process should lead to a more equitable, just and inclusive society, encouraging equal opportunities must be an important objective of the process. Equal opportunities should therefore be mainstreamed by community planning partners in the partnership activity and plans / strategies associated with the community planning process."

It recommended that to support the mainstreaming of equalities within the community planning process, partnerships should:

· Identify what action they are going to take to encourage equal opportunities

· Assess all policy proposals in terms of their impact on equalities

· Engage with equalities groups / interests as part of the process

· Build up their own capacity and the capacity of community bodies / equalities groups to participate fully in the process

· Share information on the needs and circumstances of equalities groups

· Monitor and evaluate their performance in relation to the encouragement of equal opportunities

· Report on their performance through the Public Performance Reporting Framework.
We recommend that the council, as lead partner, takes responsibility for ensuring this happens, through the development of a partnership-level equalities scheme agreed by all partners, linking into the community plan and into individual partners' own corporate plans. 






For more information on community planning and the public sector duties, see our joint guidance with CRE and DRC Scotland, published in January 2007.

· Supporting volunteering and the voluntary sector

According to the Scottish Household Survey 2005 1 million adults (20% of the population) volunteer formally and informally on a regular basis in Scotland.  Of this 19% of men volunteered and 22% of women
.

Councils should consider how to support representative groups so that that women and men are represented in their communities of place and of interest and councils can consult effectively with them.  

Voluntary organisations and community groups funded as service providers should be supported and encouraged to eliminate discrimination and promote gender equality.  Councils currently support a wide range of women’s organisations such as Women’s Aid groups to provide services specifically for women or to reduce discrimination in society.  Support for these important services and activities is entirely fitting under the GED.  For more information on the detail of legislation around single-sex services, see our Code of Practice.

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their work supporting active communities and working in partnership with the voluntary sector.

…when delivering services

This guidance highlights some services that may be particularly relevant to the GED.  However, councils should look at all their services and functions from a gender equality perspective and develop their own priorities to drive change.  

· Social care

"The Association of Directors of Social Work greatly welcomes the development of improved guidance on gender equality.  The core values of social work have always sought to challenge discrimination in all its forms and this document makes an important contribution to the promotion of these values."

David Crawford

President, ADSW

The Scottish Household Survey 2005 showed that women make up 70% of single pensioner households, 85% of lone parent households and 38% of single adult households
.

According to the 2001 Census there were nearly half a million people providing unpaid care in Scotland (10% of total population). 60% of people providing care were female and 40% were male
. 52% of unpaid carers were also employed. 2% of carers were under 16 and 20% were above pensionable age
. Women carers tend to provide longer hours of care than male carers.  Whereas 36% of female carers provide between 5 – 19 hours of care a week for sick, disabled or elderly person not living with them, the equivalent figure for male carers is only 28%
.
Women account for 81% of professional carers in 2005, with men accounting for 19%, however the male caring workforce has grown by 70% in the last year, compared to 27% for the female workforce
.

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in delivering social care services.






· Regeneration and employability
Analysis of 1999/2000 Family Resource Survey data for EOC research on gender and poverty showed that after controlling for other significant factors, there is still an independent gender impact – the odds of a women being poor are five percent higher than for a man. 

Women are at greater risk of poverty than men and are likely to remain in poverty for longer periods than men.  Two groups particularly vulnerable to poverty and which are predominately made up of women are lone parents, 90% of who are women, and pensioners.  Households headed by a female are over-represented amongst those households experiencing poverty.  For example, 50% of all households receiving income at or below income support level are female while only 30% of all households are headed by a female (Scottish House Condition Survey, 1997). Households with a female Highest Income Householder (HIH) are less likely than those with a male HIH to have a bank account, savings and investments, or home contents insurance (Scottish Household Survey, Bulletin 5, 2001). Debt is also a gendered problem. A Citizens Advice study in 2003 found that women were amongst those 'most likely to have debts associated with poverty, such as catalogue debts and loans to home-collected credit providers'.

The EOC has calculated that average hourly earnings for women working full time are 12% lower than for men working full time.  For women working part time hourly earnings are 38% lower .  Women's average income in retirement is 53% of men's average retirement income.  

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their work tackling poverty and supporting employability.  For example, they will need to look at any gender differences in the uptake and outcomes of employability programmes, and put plans in place to address these.







· Crime and safety

In 2005/06 there were 45,796 cases of domestic violence recorded by the police
. 55% of cases involved known repeat victimisation. 52% of these led to the recording of one or more criminal offences. 87% of these were with a female victim and a male perpetrator, where this information was recorded. 41% involved co-habitees or spouses, 34% ex-partners or ex-spouses and 16% involved current non-cohabiting partners. 90% of all recorded incidents took place in the home.

Recent research published by NHS Health Scotland (2005) looking at attitudes of young people aged 14-18 towards gendered violence showed that a third of both young women and young men believe that women sometimes provoke violence by the way they dress. Half of young women and slightly fewer young men believe that women sometimes provoke violence by flirting with other men.  One in 20 young men think that regularly slapping or punching a partner is 'just something that happens' (and 1 in 14 say the same about forcing a partner to have sex) . These attitudes and beliefs need to be challenged at a very early age and continually challenge throughout a child’s time at school.

In 2004/5 there were 1109 officially reported rapes and attempted rapes34, the highest number ever recorded in Scotland. Convictions rates for rapes have steadily dropped over the past 2 decades. In 1977-1981 the conviction rate was 20%, this dropped to 8% in 1993-1997 and to 6% in 1998 –2001, an overall decline of 14%41.  In 2003 only 83 men appeared in the High Court on rape charges (13% of reported rapes and 16% of cases).43
Fewer adult females than males say that fear of crime has no effect on their lives (27% and 35% respectively)
.  30% of females feel a bit or very unsafe when walking alone in the local neighbourhood after dark, compared with 12% of males
.

The peak age of drug use was between 20 and 24 years of age, with 28% reporting having taken an illicit drug in the previous year. Men (12%) were significantly more likely to have taken an illicit drug in the last year than women (7%)
, 
.

In 2002 men were slightly more likely than women to report being victims of both household and personal crime. This is particularly evident amongst 16 to 24 year old men in relation to personal crime
. Men in this age group had almost double the risk of being the victim of a personal crime (21% compared to just 12%) of women in the same age group. Those aged 60 or over were the least likely to become a victim of both personal and household crime.

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their community safety or criminal justice social work.  For more information, see our Scottish criminal justice guidance.



· Healthy lifestyles

According to the Scottish Executive life expectancy for women at birth in 2000 was 78.7 years, with 73% of this free from limiting long-term illness and 85% will be enjoying ‘Good’ or ‘Fairly Good’ health. For men in the same period life expectancy is around 5 years  less than for women, and the proportions of those years that are free from limiting long-term illness (74%) and in ‘Good’ or ‘Fairly Good’ health (88%)
. Inequality measures in general are wider for males than females
.
According to the Scottish Health Survey 2003 more than four-fifths of adults aged 16-74 were physically active for at least 15 minutes in the last four weeks. The proportions of men and women aged 16-74 meeting the physical activity recommendations (30 minutes of at least moderate exercise on most days of the week) were 44% of men, and 33% of women
.

On average, women consumed 3.2 portions of fruit and vegetables per day and men consumed 3.0 portions. 

According to the Chief Medical Officer’s Annual Report 2004 65% of men and 60% of women were either overweight  or obese
. Men were more likely than women to be overweight (43% of men and 34% of women). However, women were more likely than men to be obese (26% of women and 22% of men), or morbidly obese (3.4% of women and 1.6% of men)
.
Sportscotland research (2002) reported that 66% of girls aged 8-15 took part in physical education and sport to recommended levels, compared with 78% of boys. By the age of 14-15, only 35% of girls and 65% of boys are participating actively. Schools must recognise that sports provision has to address the needs and preferences of girls and boys, and indeed will be more likely to succeed if it does so. 

The sexual health of adolescents in Scotland is poor. It is likely that an increase in risky sexual behaviour has contributed to sexual health outcomes such as STIs and unintended pregnancy among young people. Young people, in particular young women under the age of 20, bear the burden of sexually transmitted infections.

NHS Health Scotland research shows that since 1996 the smoking rate of 15 year old Scottish boys has fallen twice as fast as the rate for 15 year old girls.  Since 2000, the number of 15 year old boys smoking (around 15%) has remained significantly lower than that of girls (24%).  The gender gap emerges between 13-15 years of age.

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their work supporting health improvement and delivering leisure services for women and men.  For more information on gender equality and health, see our guidance at www.eoc.org.uk/fairforallgender.







Scottish Executive research shows that[1] women tend to travel shorter distances than men and have less access to cars, are more likely to take the bus, or walk, than to drive or take the train, and are more likely to make journeys with children or otherwise 'encumbered'. 

EOC research[2] published in 2005 highlights a number of key barriers to public transport experienced by many women. For example, women are less likely to commute to work and more likely to travel for caring reasons. Transport plans are often designed solely around the needs of commuters. The design of buses still takes insufficient account of the needs of women who are encumbered by children or shopping or both, as well as of travellers who are mobility restricted. Women are more likely to feel insecure and vulnerable to attack, which can restrict their travel, particularly at night. 

In employment terms, the transport sector remains male-dominated. Women are under-represented in driver, operative and mechanic positions, as well as in managerial positions. Women are under-consulted as service users and have little influence over transport decision-making. 

Local authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in their work in terms of access to transport for women and men.

· Education

“There is no better place to ensure equality of opportunity, no matters one's gender, than through education.  Education is a fundamental right to every citizen of this country and this guidance will help ensure that schools, education authorities and associated agencies deliver services of a high quality meeting the needs of both men and women alike"

 

Bruce Robertson

President, ADES
Education in Scotland has always enjoyed a high status and been seen as a crucial part of the social fabric with a significant role to play in shaping and developing Scottish society. Scottish schools and nurseries provide opportunities for children to become successful learners, confident individuals, responsible citizens and effective contributors to society. They also employ large numbers of people in a wide range of roles. It is crucial that they rise to the challenge of implementing the GED and ensuring gender equality in policies, services and employment practices. 

Currently there are significant gender-related inequalities in Scottish schools. For example:

· girls are out-performing boys in terms of attainment at all levels (consistent with results from across the OECD countries);

· boys are much more likely than girls to be excluded from school (males accounted for 79% of all exclusions from Scottish schools in 2004/05);

· there are marked gender differences in young people's subject and work experience choices, which stem partly from the persistence of stereotypes about what males and females are suited to. In 2005, 80% of entrants for Higher Administration were female, and 76% of entrants for Higher Computing were male.
In terms of its workforce, the pre-16 education sector has some difficult challenges ahead if it is to become more equal and more responsive to the different needs and experiences of men and women. These challenges include:

· attracting more men into childcare and teaching roles – currently less than 3% of childcare workers are male and the number of males entering teaching is in decline (men made up only 10% of entrants to primary teacher education in Scotland in 2002-03);

· properly rewarding and promoting women in the sector (who make up 59% of teachers in secondary schools but only 21% of secondary head teachers);

· recognising and tackling the under-valuing and low status of professions such as nursery nurses and classroom/learning assistants, whose jobs are historically linked to women's role in society, responsible for caring and domestic tasks, and who are often paid little more than the minimum wage for what is vital and valuable work.  
Education authorities will need to consider these issues when looking at setting gender equality objectives, to ensure they are promoting gender equality in education.  For more details, see our guidance for organisations in the pre-16 education sector.

6. Who needs to do what

This chapter looks at roles within the local authority and gives an indication of what they need to do.  It is not a comprehensive list, and does not refer to job titles, but gives some information for people who hold different roles in the authority.

Chief Executive

· Needs to take leadership and drive the equality agenda throughout the authority

· Ensuring that the Gender Equality Duty appears on agenda for meetings of senior management regularly

· Includes the Gender Equality Duty on conference platforms, in partnership meetings, and in negotiations

· Support is crucial to ensure implementation – the whole authority is likely to listen to the Chief Executive.

Elected Members

· Legally responsible for implementation – ensure that the council, education authority, licensing board and joint boards produce schemes and, where required, equal pay statements

· Ensure that gender equality duty is discussed when meeting with senior management

· Ensure gender equality duty is debated in council

· Ensure senior figure in the council has responsibility for gender equality duty implementation

· Ask for briefings from service managers on how the gender equality duty applies to different service areas

Managers – services and personnel

· Ensure that you have identified gender equality objectives in your area of work and can monitor how these are being achieved

· Ensure that impact assessments are carried out by staff who understand their implications and the importance of them

· Ensure that the results of the impact assessments are fed into the service planning for the following year.

· Brief Senior Managers and elected members on how you are implementing the gender Equality Duty

· Build the gender equality duty into staff performance appraisal systems

· Ensure you are consulting on the work you are doing to implement the duty

· Ensure progress towards the gender equality duty is regularly discussed in team meetings

Equality Teams

· Support staff in the local authority when they are conducting impact assessments

· Help staff identify what the gender equality issues are in their areas of work

· Ensure you can give advice about linking the Gender Equality Duty into mainstream methods of working, such as performance assessment processes and business planning

· Help to make operational links between the gender equality scheme and the equal pay statement

· Encourage training on gender equality and impact assessments.  You may need to provide this training yourself

· Make sure that you are not responsible for all the work done to implement the Gender Equality Duty!  You may be responsible for writing the actual scheme, but service managers and senior staff need to identify their objectives, set out the actions they need to take, and implement the scheme.

· Ensure that the scheme is reported on annually – this doesn’t necessarily mean you have to do it, but you should make sure that it happens.  Ideally, it will be part of another document, such as the Annual Report, thus integrating it into the main part of the authority’s work.

The Gender Equality Duty is a tool which can help to improve local government working conditions, policy development and service delivery for the local community.

7.  Resources
Best Value Equalities Guidance http://www.cosla.gov.uk/attachments/publications/bvequalitiesguidance.pdf 
ROA Equalities Guidance http://www.communitiesscotland.gov.uk/stellent/groups/public/documents/webpages/cs_006089.doc 

Scottish Executive Mainstreaming Website  http://www.scotland.gov.uk/mainstreaming/?pageid=403
High Level Summary of Equality Statistics http://www.scotland.gov.uk/Publications/2006/11/20102424/16
EOC Gender Statistics Reports

 http://www.eoc.org.uk/Default.aspx?page=14919
Scottish Executive Transport Checklist

http://www.scotland.gov.uk/Publications/2002/07/15059/8543
EOC Gender Equality Duty Guidance

http://www.eoc.org.uk/genderduty
8.
Top Tips
These were drawn up from feedback by local government staff as part of the EOC's consultation on the Code of Practice and guidance development.  They are intended as pointers of things to remember when starting up.

1. You don't have to start from scratch.  Look at what you are already doing and see if any of it is already helping you meet the duty.  Then build this in to your objectives to take things to the next level.  But do make sure that your current plans are based on good evidence and consultation, or they won't meet the duty!
2. When there is organisational change, make sure equalities are taken into account.  Build them into all policy development and change structure so that they are considered as a matter of course.
3. Where does the Equality & Diversity team fit within the organisation? If it answers directly to the Chief Executive, there will be more chance of success over Gender Equality Duty implementation.
4. Acknowledge and use both formal and informal networks.  The key members of staff, who have a good degree of influence may not be those who organisationally seem to be.

5. For high level influencing, such as with elected members, start by building relationships with potential allies before tackling those who aren't likely to be.  This gives you some positive feedback and a support base.
6. Establish equalities competencies for all staff as part of the requirements for their role.  This will help to ensure that equalities performance becomes part of the employee development or appraisal systems as well as ensuring that equalities performance is being integrated and assessed as a part of the way staff are recruited, developed and promoted.
7. It's hard to keep up momentum once the initial work has been done.  Getting gender equality into mainstream service design is the most likely to bring long term benefit.
8. Make the links to the equalities requirements of Best Value – you can meet Audit Scotland expectations by promoting equality.

9. Consider having equality champions in different parts of the organisation.
10. It's important to bring the community in to give them a voice.  They can be used in setting priorities and monitoring progress.
11. It's ok to find an adverse impact.  In fact, that's the only way priorities can be set. 
12. Some activities can be done alongside work for the Race Equality Duty and the Disability Equality Duty.  This would include information gathering, consultation and involvement, impact assessments and reviewing and monitoring.  Remember that there are differences in the requirements though - don't risk non-compliance!
9. Glossary of Terms

Developing good practice: South Lanarkshire Council








South Lanarkshire Council has entered into a partnership with Oxfam's UK Poverty Programme and Engender to pilot a project on gender and regeneration, within the new context of community planning. This project, called Genderwise, aims to maximise the positive impact of regeneration policies and community planning practices on the lives of women, men, boys and girls. As a means of strengthening its commitment to gender equality, South Lanarkshire Council will lead the Community Planning Partnership on best practice approaches to gender mainstreaming.  This will be achieved in two ways: by focusing on specific regeneration programmes to practically demonstrate how gender mainstreaming can improve local people’s access to services and increase efficiencies in delivery, and by working with a group of key community planning leaders to lead and promote gender mainstreaming across the remit of community planning.





Developing good practice: Edinburgh Women’s Equality Forum (EWEF) City of Edinburgh Council (CEC)








Edinburgh Women’s Equality Forum (EWEF), City of Edinburgh Council (CEC), “provides an opportunity for women living and working in Edinburgh to challenge the discrimination women face in their jobs, at home, in their communities and when accessing Council, Health and Police public services.”





The forum membership is open to all women in Edinburgh and there are co-opted members from the public service areas of Council, NHS and Police. 





The EWEF holds four open meetings a year on themes that reflect the priority areas of members. The mechanisms are in place to feedback the outcomes of the meetings to the relevant decision makers.


 





Developing good practice: Glasgow City Council Gender Action Plan








Glasgow City Council has developed a three year Action Plan on Gender Equality which will provide an opportunity to test a model of gender impact assessment.  It was developed within the Social Work Services in the context of National and Citywide work to promote gender equality and eliminate discrimination. Increasingly, the planning and delivery of social care services is undertaken in partnership with other agencies, therefore the team in Social Work Services considered it crucial that gender sensitivity is further embedded into the joint planning frameworks at both city and local level. In addition, this gender sensitivity should be reflected in the discrete tasks and responsibilities of Social Work in delivering the range of services within Criminal Justice, Children’s Services and Community Care.  





The aims of the action plan are to:





embed gender equality within the organisational culture of the service


increase awareness and understanding of gender inequality


reflect gender sensitivity in policy development


further introduce gender considerations into service planning and delivery


promote equality between women and men in the workforce


evidence progress made in mainstreaming gender equality within the service.














Childcare@Home North Lanarkshire provides flexible, affordable home based child care.  With 61% of working families containing parents who work outwith regular 9-5 hours (Department of Education and Employment) there is now a great demand for childcare flexible enough to meet the needs of families. One Parent Families Scotland established the Sitter Service in partnership with One Plus, with funding from North Lanarkshire Childcare Partnership. The service was modelled on Childcare @ Home Dundee which has been running successfully for several years and has helped over 100 lone parent and two parent families.





The Sitter Service provides affordable, quality registered child care in the child's own home at times when other care is not available for families who are working or students (lone parents and two parents). The service is available between 7am and 10.30pm seven days a week.   Families using the service are charged on a sliding scale according to family income to try to make the service more accessible for low income families.

















Developing good practice: Childcare@Home North Lanarkshire








Developing good practice: Job Centre Plus partnership with Glasgow City Council








In Glasgow, Job Centre Plus developed a partnership with Glasgow City Council and established the following objectives for their pilot:





To find out what interest there was amongst lone parents in achieving a higher-level qualifications which will assist them in obtaining employment in a higher paid job, i.e. a supervisory/leader role.


To understand if there was commitment amongst lone parents to undertake a training lasting up to two years whilst remaining on benefit.


To establish what effect an SNVQ Level 3 training would have for lone parents employment rate in an industry that is not traditionally associated with high levels of lone parents.





The pilot offers trainees:





A two year training programme for an SNVQ level 3 in joinery and carpentry.


Study times between 9.30 and 2.30 during termtime only, to fit with school and nursery times.  


During training trainees will continue to receive their benefits and will receive free childcare and free travel to the training centre within the city boundaries.


Trainees will receive a weekly training premium and a Christmas bonus.


Participants will be guaranteed a job with Glasgow City Council on completion of the training. In addition, newly qualified joiners can expect to earn £21,000.














Developing good practice: Breaking the Mould – Raploch Regeneration Project Stirling Council





Breaking the Mould is run by the Raploch Regeneration Project.  It aims to tackle gender imbalance within the construction industry.  The initiative aims to encourage women who have experienced long periods of unemployment, or who have been on an extended career break to retrain in plumbing, joinery or painting. The scheme provides unemployed women in the area with ‘trade taster’ sessions and work experience with a local employer.





Women are provided with childcare and one to one support throughout their training











Developing good practice: 218 – Scottish Executive and Glasgow City Council








218 Time Out is a Scottish Executive and Glasgow City Council funded initiative based in Glasgow, which provides an alternative to custody for women. It provides women with support to deal with their addictions and addresses their offending behaviour.  218 Time Out receives referrals from the courts, procurators fiscal, social workers and the police.  It combines a detox facility, residential unit and day programmes, provides support and outreach to health, social work and housing services. It can accommodate 135 women in the course of a year in the residential units and 400 will be able to use the day facilities annually.





218 Time out was established in recognition of the different pattern of male and female offending and of the lack of success of short prison sentences in tackling offending behaviour and its causes. The centre’s approach is holistic and based on the premise that women develop a sense of self and self worth when their actions arise out of, and lead back to, connections with others.








Developing good practice: Girls on the Move in Argyll & Bute








Argyll & Bute Council has supported an innovative programme which tries to persuade teenage girls and young women to get physically active.





The Girls Sports Club is an exciting, successful and popular project based in Lochgilphead High School.  Run by Argyll and Bute Council’s “Stramash” programme as a pilot project, an average of 60 girls took part in 30 weekly sessions of multi-sports, when they were able to try out a huge variety of activities including gymnastics, snorkelling, shinty, cheerleading and football.





The national programme - “Girls on the Move” - run by the Robertson Trust, is offering grant support to charitable organisations in Scotland who wish to develop ways of encouraging girls and young women to become physically active. They can be contacted directly through their website at: � HYPERLINK "http://www.girlsonthemove.org.uk" ��www.girlsonthemove.org.uk�.





Developing good practice: Health testing in Perth and Kinross








Perth and Kinross Council is working with Health partners to promote a proactive approach to health for men in this area including offering testing - which is being offered to men at their place of work and other venues.  Tests include blood pressure, Body Mass Index, Blood Sugar etc.








Equality Scheme	A scheme put in place by the employer, which sets out their gender equality goals. It includes tasks and timeframes and the individual(s) responsible for delivering each goal.





Gender 	Refers to the wider social roles, attitudes, values and behaviours attributed to women and men by society which structure men’s and women’s lives.  For example, traditionally, a gender role would suggest that women should look after children, while men continue to go to work.





Gender Disaggregated	Data that has been collected and analysed by gender, 


Statistics 	such as surveys, which would highlight any difference  in results between men and women, girls and boys.





Gender Impact	An assessment of planning, service and employment 


Assessments 	policies, paying specific attention as to how the services impact on gender.  Based on the results education authorities should redesign their services to meet the need of men, women and transsexual people.





Occupational Segregation	When women and men are employed in different jobs in the workplace or when men or women predominate a particular job, such as men in the construction industry and women in the childcare sector. 





Sex 	Refers to how we are born and to describe the biological and physical differences between women and men.





Transgender 	People who identify their gender to be different from the physical one into which they were born but who choose not to undergo medical treatment and simply live their life in their new gender are not subject to the same legal protections as transsexual people.


 


Transsexual 	A person who intends to undergo, is undergoing or has in the past undergone gender reassignment (which may or may not involve hormone therapy or surgery), and it is this individual who receives protection under the law.
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Explanation of Terms








Sex 	Refers to how we are born and to describe the biological and physical differences between women and men. 





Gender 	Refers to the wider social roles, attitudes, values and behaviours attributed to women and men by society which structure men’s and women’s lives.  For example, traditionally, a gender role would suggest that women should look after children, while men continue to go to work.  





Explanation of Terms





Occupational Segregation 	When women and men are employed in different jobs in the workplace or when men or women predominate a particular job, such as men in the construction industry and women in the childcare sector.
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Explanation of Terms





Equality Scheme	A scheme put in place by the employer, which sets out their gender equality goals. It includes tasks and timeframes and the individual(s) responsible for delivering each goal.





Gender Impact Assessments	An assessment of planning, service and employment policies, paying specific attention as to how the services impact on gender.  Based on the results education authorities should redesign their services to meet the need of men, women and transsexual people.











Explanation of Terms








CEHR	Commission for Equality and Human Right (CEHR) is a new organisation that will bring together the three current commissions, Equal Opportunities Commission, Disability Rights Commission and Commission for Race Equality as well as three additional areas of discrimination, age, sexual orientation, religion and belief and human rights.





Gender Disaggregated	Data that has been collected and analysed by gender, such as 


Statistics 	surveys, which would highlight any difference  in results between men and women, boys and girls.





Explanation of Terms





Transgender 	People who identify their gender to be different from the physical one into which they were born but who choose not to undergo medical treatment and simply live their life in their new gender are not subject to the same legal protections as transsexual people.





Transsexual 	A person who intends to undergo, is undergoing or has in the past undergone gender reassignment (which may or may not involve hormone therapy or surgery), and it is this individual who receives protection under the law.





	








� � HYPERLINK "http://www.cosla.gov.uk/council_leaders.asp?leftId=10001B56F-10766746&rightId=10001B56F-10771121&hybrid=false" ��http://www.cosla.gov.uk/council_leaders.asp?leftId=10001B56F-10766746&rightId=10001B56F-10771121&hybrid=false�


� � HYPERLINK "http://www.cosla.gov.uk/council_execs.asp?leftId=10001B58F-10766746&rightId=10001B58F-10771226&hybrid=false" ��http://www.cosla.gov.uk/council_execs.asp?leftId=10001B58F-10766746&rightId=10001B58F-10771226&hybrid=false� 


� Source: Joint Staffing Watch Survey: December 2004; published by the Scottish Executive March 2005





� Source - Scotland’s People: results of the 2005 Scottish Household Survey; Scottish Executive Aug 2006. (Table 7.1 Page 169)


� Source: Scotland’s People: results of the 2005 Scottish Household Survey; Scottish Executive Aug 2006. (Table 3.8, page 10)


� � HYPERLINK "http://www.scrol.gov.uk/scrol/browser/profile.jsp" ��http://www.scrol.gov.uk/scrol/browser/profile.jsp� 


� � HYPERLINK "http://www.scrol.gov.uk/scrol/browser/profile.jsp" ��http://www.scrol.gov.uk/scrol/browser/profile.jsp� this information is not available disaggregated by gender.


� Source: Scotland’s People: results of the 2005 Scottish Household Survey; Scottish Executive Aug 2006. (Table 6.106, page 165)


� Scotland’s Social Services Labour Market: 2nd Report of National Workforce Group 


� Criminal Justice series CrJ/2006/07 Sept 2006


� Source - Scotland’s People: results of the 2005 Scottish Household Survey; Scottish Executive Aug 2006. Page 20


� Source - Scotland’s People: results of the 2005 Scottish Household Survey; Scottish Executive Aug 2006. Table 4.65 Page 64


� Scottish Crime Survey 2003 pg Vi


� Scottish Crime Survey 2003 Table 7.2 highlights drug use disaggregated by gender and age.


� Scottish Crime Survey 2003 pg V


� Healthy Life Expectancy in Scotland - David Clark Amy McKeon Matt Sutton Rachael Wood


On behalf of the HLE Measurement in Scotland Steering Group March 2004


� Healthy Life Expectancy in Scotland - David Clark Amy McKeon Matt Sutton Rachael Wood


On behalf of the HLE Measurement in Scotland Steering Group March 2004 pg 39


� Scottish Health Survey (Summary) pg SHS 2003 pg 5


� Chief Medical Officer’s Annual Report 2004 pg 19


� Scottish Health Survey (Summary) pg SHS 2003 pg 5
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