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Summary:

At the request of this Committee, The Head of Member Support and Employee Services Business Unit produced an action plan to assist the Council address poor performance in BVPI 16 (percentage of employees with a disability) and BVPI 17 (percentage employees from an ethnic minority background).  This report discusses progress against this plan.

Recommendations:

The committee is asked to note the progress and future actions proposed.

Contact Officer:

David Williams



Ext: 7082

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: ME 4/03.

1 BACKGROUND
Carlisle City Council has consistently found it difficult to significantly increase the numbers of employees declaring that they meet the criteria of the Disability Discrimination Act and from ethnic minority backgrounds.  In an attempt to address this, and on request from Corporate Resources Overview and Scrutiny Committee, the Head of Member Support and Employee Services devised an Action Plan to assist the Council address these two areas.
2 DISABILITY 
This is measured by BV16 which is the percentage of local authority employees declaring that they meet the Disability Discrimination Act (DDA) 1995 disability definition compared with the percentage of economically active disabled people in the authority area.

Targets:

2002/03
1.10% of employees

2003/04
2% of employees
Performance achieved:

BV16a – percentage of staff with disabilities 

2001/02
0.82%

2002/03
0.9% 

2003/4
2.66%


This significant increase has been primarily due to two reasons:

i) The Audit Commission has changed the way the figure has been calculated.  In previous years it was the number of employees who declared that they met the DDA criteria as a percentage of total staff.  This year it is calculated as the number of employees who declared that they met the DDA criteria as a percentage of the staff that made the declaration i.e. it excluded those employees who did not, for any reason, answer the question.

ii)
We surveyed all staff during this year to encourage those eligible to declare that they met the criteria of the DDA to do so, which resulting in an overall increase of nine staff doing so. (Point 5 on the Action Plan).
BV16b – the percentage of economically active disabled people in the district. 

This is 14.4% (Audit Commission figure).

The table below is an analysis of percentages of applications received from those declaring that they meet the criteria for the DDA. 


TABLE 1: APPLICATIONS RECEIVED FROM THOSE DECLARING THAT THEY MEET THE DDA CRITERIA


2001/2
2002/3
2003/4

Applications received
2.15%
2.94%
2.51%

Short listed
3.39%
4.05%
3.89%

Appointed
1.29%
2.16%
0.89%

There appears to be a relative small percentage of new employees appointed, and we will investigate and comment in next year’s update report upon the reasons and actions taken consequently.

3
ETHNIC ORIGIN

This is measured by BVPI 17 - the percentage of local authority employees from ethnic minority backgrounds compared with the percentage of economically active disabled people in the authority area.

Targets:

2002/03
0.2%

2003/04
0.4%.

Performance achieved:

BV17a -  percentage of staff from ethnic minorities:

2001/02 
0.18%. 

2002/03
0.19%. 

2003/4
0.86%


As can be seen, our performance exceeds target. The main reason for this increase has come about due to a change in the way the indicator is calculated.  In previous years it was the number of employees who declared that they were from an ethnic minority background as a percentage of total staff.  This year it is calculated as the number of employees who declared that they are from an ethnic minority background as a percentage of the staff that made the declaration i.e. it excluded those employees who did not, for any reason, answer the question.

We also surveyed staff to encourage them to more accurately classify themselves, which contributed to the increase.

BV17b - the percentage of economically active people from ethnic minorities in the district

This  is 1.6% (Audit Commission figure).

The table below shows the percentage of applications received from those indicating that they are from an ethnic minority background.

TABLE 2: ANALYSIS OF APPLICATIONS RECEIVED FROM THOSE FROM ETHNIC MINORITY BACKGROUNDS


2001/2
2002/3
2003/4

Applications received
1.69%
3%
1.22%

Short listed
1.92%
2.47%
0.7%

Appointed
0.64%
1.44%
0

It should be noted that 8.1% did not specify their ethnic background, making it difficult to analyse data effectively.  The apparent absence of a single appointment during 2003/04 could be seen as a huge disappointment. However, we know from the exercise carried out to encourage people to declare appropriate ethnic origin that we did appoint at least one employee from an ethnic minority background.
4
ACTION PLAN TO ADDRESS BOTH INDICATORS:

The Action Plan agreed in June 2003 is shown below and has been updated to include progress since the last time a report was present to this Committee (that in italics denotes new information).

Action
Timescale
Target
Progress

1. Continue to provide mandatory training for new managers in the authority’s Equal Opportunity Policy and its Recruitment and Selection procedures 
ongoing
All new and promoted managers and appropriate supervisors (i.e. who recruit staff) to have received this training within six months of their appointment, or prior to participating in recruitment whichever the sooner
New managers are now routinely briefed and trained through induction and the Management Development Programme launched November 2003 and now embedded. 

Make refresher training (re: 1 above) a mandatory element of the new Management Development Programme (MDP)
New MDP in place by 12/9/03.

33% of managers ‘refreshed’ by 06/04.

100% by 06/05
All managers updated as a minimum every five years 
Included in MDP, with refresher sessions scheduled to start in later part of 2004.

2. Continue to improve the quality and quantity of management information, review data collection arrangements, monitor statistics, and report regularly 


By September 2003

By October 2003

By April 2004

By October 2003
HR Records within MSES are updated for the new Business Unit structure.

Regular detailed management information routinely provided to managers.

Open Door business system reviewed.

Utilise new performance management software.

Quarterly agenda item at CMT.

Regular reports to Overview and Scrutiny committee
Update of personnel records complete.

Review of current Personnel/Payroll database planned for 2004/5.
‘Indicator Plus’ installed


3. Encourage newly appointed staff to self-assess themselves where appropriate, as being in either of the categories


By June 2003


Corporate induction is amended.

New guidance issued to Business Units re local induction, underpinned by briefing for managers
Induction procedures for capturing this information amended.

New Corporate Induction due to start June 2004 Revised local induction guidance for managers planned for Autumn 2004 

4. Encourage established staff sensitively to self-assess themselves, where appropriate, as being in either of the categories


By November 2003
Corporate communication is issued explaining this new approach.

Guidance and survey template issued to Business Units, underpinned by briefing for managers.

All staff surveyed.

MSES to have met all staff returning from lengthy periods of absence
All staff surveyed and records amended resulting in an increase in those declaring their status appropriately.

We plan to survey Casual employees next.

5. Consider targeted advertising where desirable, appropriate and cost-effective


Ongoing
Continuation of the trend of recent years that shows increasing applications received and greater numbers short-listed (currently 2.8% and 4% respectively) 
We featured in the Home Office-backed publication ‘Ethnic Britain’ during 2003 promoting Carlisle as the place to come and work. No discernible benefit yet.

6. Review recruitment procedures 


By July 2003

Monitored for a set period: July 03 – Oct 03
All job adverts to state that ‘disabled applicants that meet the essential criteria will be interviewed’. 

MSES to have checked the relevance of qualification requirements listed on Person Specifications supplied by Business Units


Job adverts now include these words.

Person Specifications monitored for the period specified.

Person specifications for all posts approved by Staffing Forum are now checked for relevance.

7. Review Council policies to ensure their continued relevance


Ongoing

By March 2004

By July 2004

By April 2004
Monitored Race Equality Scheme and Equal Opportunities Policy. 

New Redeployment Policy.

Partnership approach established with trade unions.

Reviewed our approach taken with the standard Positive about Disabled People
On agenda for consultation with trade unions at June CJC



8. Promote the Council as an employer striving towards equality of opportunity


Ongoing
Promote our buildings where appropriate, as being compliant with the DDA.

Review of literature issued with recruitment packs.

See 6 also
Working with SPS on review of literature.

Recommendations:

That Members note the report.

Contact Officer:
David Williams
Ext:
7082
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