Agenda Item No:            


[image: image1.jpg]www.carlisle.gov.uk



Overview and scrutiny

corporate resources

Committee Report

Public



Date of Meeting:


19 October 2006

Title:


RESUBMITTED REPORT INTO BVPI PERFORMANCE RELATING TO EMPLOYEES WITH DISABILITIES AND FROM ETHNIC MINORITY BACKGROUNDS  

Report of:


Head of Personnel and Development Services

Report reference:
PPP 45/06

Summary:

This report discusses the Council’s performance for BVPI 16a (percentage of staff declaring that they have a disability) and 17a (percentage of staff declaring that they are from an ethnic minority background), containing action designed to improve our performance in this area. The report was initially presented to this committee in September and following Members’ comments and questions has now been resubmitted.  

Recommendations:

To note the updated report and to approve the amended action plan as a basis from which to drive improvement in performance in these areas.

Contact Officer:
Jean Cross
Ext:
 7081

1 Introduction
Minute CROS 56/06 requested an explanation of performance under BVPI 16a (percentage of staff declaring a disability) and 17a (percentage of staff declaring that they are from an ethnic minority background).

This report provides information on our performance in these areas for the past three years, together with targets, details of the BVPI definitions and a discussion of some of the issues involved.  It also gives an Action Plan designed to improve performance.

Members first considered an earlier version of this report at a CROS meeting in September (PPP 43/06) and raised some issues and asked a number of questions that required answers be supplied in writing. It was agreed that therefore the best way to respond to Members’ suggestions and to provide answers to Members’ questions was to resubmit this report with additional material provided. It is intended that this additional material will supply enough information for Members to be able to now approve the proposed Action Plan so as to enable officers to pursue improvements with these two indicators with ongoing performance monitored by Members. 

2 Performance achieved
2.1
Disability (BVPI 16a)
Table 1 overleaf shows our performance and targets for the last three years for BVPI 16a, the percentage of staff declaring a disability.

Year
Number
%
Target
Actual no. employees making a declaration
Total no. of employees
Percentage of economically active people in Cumbria declaring a disability1

2005/6
15
2.69
3.10
521
780
15.39

2004/5
16
3.26
2.90
490
761
15.39

2003/4
16
2.69
2.20
483
764
15.39

TABLE 1: STAFF DECLARING A DISABILITY

2.2
Ethnic minority (BVPI 17a)
Table 2 below shows our performance and targets for the last three years for BVPI 17a, the percentage of staff declaring a that they are from an ethnic minority background.

Year
Number
%
Target
Actual no. employees making a declaration
Total no. of employees
Percentage of economically active people in Cumbria declaring that they are from an ethnic minority background


2005/6
9
1.12
1.22
621
780
0.91

2004/5
4
0.68
1.04
586
761
0.91

2003/4
5
0.70
0.40
575
764
0.91

TABLE 2: STAFF FROM AN ETHNIC MINORITY BACKGROUND

2.3 Analysis of applications received for vacancies within the Council
Table 3 gives details of the numbers of applications received over the last three years.  It also shows details of those with disabilities and from ethnic minority backgrounds who were short listed for interview and appointed.

THOSE DECLARING A DISABILITY


Applications received
Applications short listed
Those appointed

 Year
No.
%
No.
%
No.
%

2005/6
47
2.9
25
4.5
1
0.8

2004/5
50
3.0
34
5.3
2
1.3

2003/4
60
2.6
30
4.1
1
0.9

THOSE DECLARING THEY ARE FROM AN ETHNIC MINORITY BACKGROUND


Applications received
Applications short listed
Those appointed

Year
No.
%
No.
%
No. 
%

2005/6
40
2.5
12
2.5
3
2.8

2004/5
49
3
18
5.8
3
1.3

2003/4
42
1.8
8
1.1
0
0

TABLE 3: ANALYSIS OF APPLICATIONS RECEIVED, SHORTLISTED AND APPOINTED

3 Discussion on performance

3.1 General points
As can be seen from table 2 above, the number employees declaring that they have a disability has remained relatively stable over the past three years, with 16 in 2003/4 and 2004/5 and 15 last year.  The number employed by Carlisle City Council is proportionately much lower than the numbers in the local area.  The percentage employed broadly reflects the numbers of applications we receive, as can be seen from table 3 above (2.6% – 3% applications were from those with a disability). 

The numbers employed declaring that they are from an ethnic minority has almost doubled from 2004/5 to 2005/6.  The percentage employed is proportionately 

slightly less than the economically active local population (0.87% as opposed 0.91%).  The number of applications received, short listed and appointed remains proportionately higher than the local economically active population during the last two years.

The results are affected by the actual BVPI definitions we have to use. Indeed the percentages presented in Tables 1 and 2 are calculated using the criteria demanded of us when calculating the BVPI (rather than the absolute figures shown in the tables) which preclude us from counting certain employees. Other factors affecting the results are the low numbers in each category (whereby just one or two starters/leavers can have a disproportionate affect on the statistics) and a reluctance on the part of some employees to make a declaration on their disability and/or ethnic background.

Targets are something that individual authorities now need to set for themselves. This council is encouraged to improve by the Audit Commission but also to be realistic so we have set a target on increasing representation in each group (disability & ethnic minority) of one additional person falling within the definition each year.  This, given our situation, is sensible because it appears to be achievable even if in relation to disability it falls a long way short of the percentage of economically active people in Cumbria.

3.2 BVPI Definitions
The BVPI definitions are:

‘Disabled’ employees are those that identify themselves as such against the definition provided in the Disability Discrimination Act (DDA). Guidance on what constitutes a disability is given and which relates to being unable to carry out normal every day activities such as walking, carrying, seeing etc.  

When calculating the BVPI, the numbers used are those employees on permanent contracts and those on fixed term or temporary contracts that have been employed by the council for over a year.
The registered Disabled Scheme (that required employers to employ a certain percentage of disabled people) was disbanded when the Disability Discrimination Act came into force in 1990.

As regards chronic illness, unless the illness brings with it a disability then the employee doesn’t meet the definition. So if/when a chronic illness also becomes a disability we are dependent upon the employee declaring this. We do try to be sensitive with regard to chronic illness and will endeavour to make the necessary adjustments required by law even if the employee has not declared themselves to be disabled.

‘Ethnic minority’ employees are those who classify themselves in one of the following census groups: Mixed, Asian or Asian British, black or Black British or Chinese or other ethnic group. It excludes white minority groups.

The numbers used in the calculation are the same as for those with a disability i.e. those on permanent contracts or on temporary or fixed term contracts and have been employed for over a year.

These definitions impact on the results in a number of ways.  We are reliant on people making that declaration, and although we encourage them to do so, it is voluntary and we cannot compel people.  We know that there are employees with a disability who refuse to make that declaration, or whom have made a declaration in the past and subsequently withdrawn it.  Equally, we are aware of employees from an ethnic minority background who have not declared this, and again declaration must be voluntary.

A further issue is that, the more effective we become at collecting the data (i.e. the more people we persuade to make a declaration) the lower BVPI percentages we achieve.  

The figures do reflect our performance more accurately.  However, since we tend to compare our performance with others on a ‘league table basis’, it is not known whether we are better at collecting data than others are, and whether or not this has a significant impact.  Tables 1 and 2 above show that we have improved our data collection over the past three years.

The BVPI definition means that we can only include employees on permanent contracts or who are temporary and have been with us over a year.  Thus we have employees with a disability or from an ethnic minority background who are excluded from the statistics by virtue of their service and type of contract.

3.3 Relatively low numbers
Both BVPI figures are expected to reflect the local economically active population.  In the case of BVPI 17a (those from an ethnic minority background) the numbers are relatively low, both within the Council and in the local area.  One person leaving or joining us can affect the percentage figures significantly.  Table 3 above shows the relatively small numbers of people involved.  For example, we received less than 50 applications last year from those declaring a disability and appointed one person. In the same year, we received 40 applications from those declaring they were from an ethnic minority background, and appointed three.  With these low numbers, improvements are difficult. 

Nevertheless we do seek to improve our performance with these indicators.

4 Current action to encourage a more diverse workforce
We already carry out a number of activities designed to encourage more applications from those with disabilities and from ethnic minority backgrounds.

Any applicant with a disability who meets the minimum criteria for the job is guaranteed an interview.  The effect of this is reflected in the percentage of people with a disability who are short listed (table 3 above) e.g. in 2005/6, 2.9% of all applicants declared a disability and yet 4.5% of short listed applicants were people with a disability.  

All candidates invited to interview are asked to advise us if there is any special consideration we need to make in connection with the interview.

All person specifications are checked before a job is advertised to ensure that they do not inadvertently list any unnecessary criteria that could be viewed as discriminatory.

All those involved in interviewing must have attended the council’s first part of the recruitment and selection course covering equal opportunities.

5 Future action
Improving performance in these areas depend partially on obtaining complete data i.e. encouraging people to make a declaration and partially on attracting more applicants to apply for jobs.  An Action Plan, copy in Appendix 1, has been drawn up to go some way to address these issues in the short term.  It includes aims to achieve better data collection.   Changes in working methods planned for 2007/8  (e recruitment and allowing employees to check and correct personal data on line) should encourage both better data collection and increased number of applications from those with disabilities and from ethnic minorities. 

E recruitment has a number of advantages, and experience of other local authorities has shown that there has been an increased number of applications from both ‘minority’ groups.  The new personnel/payroll database has the facility for staff to enter certain personal data themselves and this may overcome the reluctance of some staff to provide that information.  Implementation dates for both aspects are planned for mid 2008.

6 Recommendations
To note the updated report and to approve the amended action plan as a basis from which to drive improvement in performance in these areas.

APPENDIX 1



ACTION PLAN TO IMPROVE PERORMANCE IN BVPI 16a AND 17a.

ACTION
REASON
TARGET DATE

1    Re-survey staff and encourage them to make declarations, ensuring that an adequate explanation of the purpose is given, and promote understanding as to what constitutes a disability
Improved data collection
March 2007

2   Advertise our commitment to diversity in appropriate publications where resources permit, and explore different ways of reaching targets groups
Raised awareness of the Council as an employer amongst this group of potential applicants
Nov 2006

3   Raise issue of making declarations during Corporate Induction
Improved data collection
On-going 

4   Implement e recruitment
Research shows increased number of applications from minority groups
June 2007

5    When implementing ‘self service’ module of new HR/Payroll database give priority to employees entering/amending own sensitive personal data 
Encourage appropriate staff to make relevant declarations
June 2007

6    Investigate whether resources could be usefully directed into liasing with local agencies e.g. Job Centre Plus, Cumbria Deaf Association
Explore possible benefits of partnership working and whether resources will justify such activity
January 2007

7  Seek data from latest sources (e.g. County Council split of data post 2001 census)
Enhanced understanding of data
November 2006

8   Gather information from other NW Local Authorities about their actions and plans
Learn from others
December 2006

9    Continue to check person specifications to ensure there are no unnecessary requirements which could deter applicants from minority groups
To attract more applicants from minority groups
On-going

1 Taken from 2001 Census


� Taken from 2001 census





Note: in compliance with section 100d of the Local Government (Access to Information) Act 1985 the report has been prepared in part from the following papers: PPP 43/06
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