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Gender Equality Scheme
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4.7

It should be noted however that the concentrations of male
employees are higher in the higher grades and that the
concentrations of female employees are higher in the lower grades.
Partly as a result of occupational segregation, some occupations are
still more likely to be filled by one particular sex across the UK and so
some of the lower paid occupations such as catering, care and
clerical work are more likely to be filled by women, and the Council is
no exception to this national pattern.

Future Action

4.7.1 The balance of pay between genders in the workforce is not
something that is likely to change quickly or radically.

4.7.2 The Council has decided to conduct an equal pay audit every other
year. The next audit will include a larger range of staff as Bracknell
Forest Services employees have since the audit was commissioned
gone onto Bracknell grades, and other groups will do so over the
period.

4.7.3 The gaps identified through the review has raised a number of issues
that would merit further future consideration to confirm current
practices. Should any practices be found to be discriminatory, those
practices should be ceased and action taken to remedy the
differences. Occupational segregation would also be a subject for
future consideration, given the high number of women in lower paid
jobs, allied to the development of strategies to develop women'’s
career paths and examine possible barriers to progression.

4.7.4 As part of a Pay Policy for Bracknell Forest Borough Council, a
section committing to an equal pay policy along the lines of the model
set out by the EOC in the Code of Practice on Equal Pay has been
adopted.

4.7.5 An Equal Pay plan has been developed to be implemented over two
years. It is considered that if the tasks noted in the Action Plan are
implemented a continuing equal pay structure may be ensured for the
future.

5. Comments and complaints

5.1

5.2

5.3

A “Dealing with Complaints” procedure for staff exists and can be found as
part of the Equal Opportunities policy.

Members of the public who feel that they have experienced illegal
discrimination in the way the Council has treated them may make a
complaint through its Corporate Complaints Procedure. Copies of Authorities
titted How to Complain about Council Services are available for any member
of public. Complaints are also monitored by equality categories including
gender. This is another way of gathering information to see whether we are
meeting our equality duties.

The Members’ Code of Conduct and Standards Committee deals with
complaints about the conduct of elected members.
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6. The Equality Standard for Local Government

6.1

6.2

In order to deliver our overall commitments on equality and diversity, the
Council has adopted the Equality Standard for Local Government. The
Equality Standard includes the six equality areas covered by law; race,
disability, gender, religion or belief, sexual orientation and age.

The Equality Standard is not a legal requirement but has been produced to
provide a framework through which local authorities can meet their legal
obligations under anti-discrimination legislation. It has five levels of
achievement:

Level 1 Commitment to a comprehensive Equality Policy

Level 2 Assessment and consultation

Level 3 Setting equality objectives and targets

Level 4 Using information systems and monitoring against equality targets
Level 5 Achieving and reviewing outcomes

The Standard is also about making equalities part of our day to day activities. The
Council is working towards achieving Level 3 of the Standard

7. Equality Impact Assessments

7.1

7.2

7.3

7.4

7.5

An Equality Impact Assessment is a way of deciding whether a current or
proposed policy, procedure, practice or service does (or may) have an
“adverse impact” on some sections of society. The “adverse impact” may
often be the result of not taking into account the needs of women or men,
black and ethnic minority groups, disabled people, people’s religion or belief,
sexual orientation or age.

The Council’s approach to Gender equality issues is that they will be
considered alongside other equality issues when equality impact
assessments are carried out.

Guidance and training have been, and will continue to be, provided to
employees who are responsible for undertaking Equality Impact
Assessments.

The results of equality impact assessments are reported to be Executive .

The Council’s Framework

Bracknell Forest Borough Council first adopted its framework for carrying out
equality impact assessments in 2004. The framework currently used was
adopted in 2005.

The equality impact assessment framework is designed to help the Council

¢ Anticipate and identify the equality consequences of the Councils’
functions, policies or services; and

¢ Take steps to change the policy or the ways in which it is implemented

so that any possible negative consequences are either removed or
minimised.
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From the very beginning, the framework has considered the actual or
potential impact of policies in terms of people’s:

Age

Disability

Gender

Race

Religion and
Sexual orientation

*® & & 6 o o

In addition, the Council has considered the inter-relationships between these
factors where appropriate.

7.6 Existing Assessments

7.6.1 To date a large number of equality impact assessments (EIAs) have
been carried out. Some have been of major strategies; others have
been on specific services. Currently the Council has been engaged in
carrying out EIAs of each new policy adopted or when a review
occurs of an existing one.

Monitoring of the Scheme

8.1 This Scheme will be reviewed every three years. The Action Plan attached
as Appendix A will be reviewed at similar intervals. Progress on the Scheme
and Action Plan will be reported to Cabinet periodically.

8.2 Relevant performance indices are shown in Appendix B.
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Gender Equality Scheme Action Plan 2007- 2010

Action Outcome Performance Measure Responsibility Target
Date
As an employer, Bracknell Forest Borough Council has these objectives:
1. Review part-time working and job | Identify the barriers to part time working and % Of part time employees in HR
share practice. job share opportunities with a view to removing | the council by gender and, %
such barriers wherever possible. of part time employees at
senior levels by gender.
2. Toincrease the numbers of part- | More part-time and job share opportunities are | % Of jobs advertised as part- HR
time and job share opportunities. | available across all jobs. time and as job share.
Pay differences between women and men in Production of report with HR
3.  Carry out periodically an equal respect of work of the same or equal value recommendations arising

Pay audit.

have been identified and where necessary
remedial measures are put in place to correct
differences.

from 1 audit.
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Gender Equality Scheme Action Plan 2007- 2010

Action Outcome Performance Measure Responsibility Target
Date
Produce guidance to ensure Improved levels of information will allow for Production of guidance HR
improved recording of information | better comparison between jobs.
on pay to enable effective
comparison between jobs.
Development of equal pay action | Implementation of the outcome of annual equal | Production of action plans. HR
plan. pay review.
Promote “non-traditional” jobs An increase in the numbers of females and The % of males and HR
through, for example, the males applying for and being appointed to females applying for a range
Council’s website, targeted “non-traditional” jobs. of different occupations.
publications, job fairs and schools
and colleges.
Review arrangements for Employees who have caring responsibilities Satisfaction with the Council HR
providing support and information | feel there is an improvement in the support and | as a good employer as
to carers. advice they receive from the Council. measured by the annual staff
survey.
Review and implement the Employees and managers are aware of their Policy in place and training HR

harassment and bullying
procedure, ensuring that the
elements relevant to sexual
harassment are fully considered.

responsibilities on sexual harassment, how to
report and deal with it appropriately to minimise
distress for those involved.

being provided.
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Gender Equality Scheme Action Plan 2007- 2010

integrated into the delivery of the
equality and diversity training
strategy

equality impacts upon all relevant aspects of
service delivery and employment, and what
their responsibilities

development activity include
gender equality component

L&D

Action Outcome Performance Measure Responsibility Target
Date

9. Extend the racist incidents Gender related incidents are recorded and Establishment of common HR/Community
common monitoring procedure to | mapped. monitoring system to capture Safety
capture other hate related data on hate crime.
incidents, including incidents
relating to a persons’ gender.

10. To build confidence among To reduce overall crime particularly violent ¢ To increase the number of Community
victims of domestic violence to crime, domestic violence and hate crime. reported domestic Safety team
report incidents, provide victims violence incidents by 5%.
with support and work with e To reduce by a third the
perpetrators to reduce repeat percentage of Domestic
offences. Violence offences

committed by repeat
offenders in a twelve-
month period.

11. Gender equality is included within | All contracts and commissioning agreements Full compliance with the Procurement/
all contracts and commissioning where equality is a core requirement in equality elements of the Legal
agreements where equality is a delivering the service includes specific details procurement procedures
core requirement of delivering the | of how the service will be delivered to women All Departments
service and men in a way which ensures gender

equality and which meets the needs of service
users.
12. Ensure that gender equality is Staff have a good understanding of how gender | All relevant training and
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Gender Equality Scheme Action Plan 2007- 2010

Action Outcome Performance Measure Responsibility Target

Date

13. Service areas to continue to carry
out equality impact assessments.

Identify any adverse impact for women and
men in respect of provision of services and
employment.

Number of EIAs agreed to
be completed within a 12-
month period.

All Departments

14. Service areas to ensure follow
up work from EIAs is completed

All Departments

Appendix B
Performance Indicator Targets
Pl Code Pl Description 05/06 05/06 06/07 07/08 08/09
Target Actual Target Target Target
BV2a The level of the Equality Standard for Local Level 1 Level 2 Level 3 Level 4 Level 5
Government to which the authority conforms.
BV11a The percentage of the top 5% of earners employed
by the authority (excluding staff in schools) that are
women.
Increased Competition — Number of female 174 183
customers assisted ( Business Link)

e Typical local area agreement targets
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