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The Statutory duty to promote equality

1. The Race Relations Act 1976 (Statutory Duties) Order 2001, the Disability Discrimination (Public Authorities) (Statutory Duties) Regulations 2005 and the Sex Discrimination Act 1975 (Public Authorities) (Statutory Duties) Order 2006, all place a general statutory duty
 on listed public authorities 
 to promote equality. As a listed public authority
 Croydon Council has a legal requirement to comply with the said Orders.
2. The general duties are supported by a number of specific duties. These set out the arrangements which public authorities must make in order to assist them to meet the general duty.  One of the specific duties is to make arrangements for assessing and consulting on the likely effects that proposed policies are likely to have on promotion of race, disability and gender equality, to ensure that the impact of the proposals are not unlawful (direct or indirectly discriminatory).  
3. The duty to conduct Equality Impact Assessments (EqIA) is obligatory and is based on the following principles: 

· All proposed or new policies relevant to meeting the duty should be assessed
· The approach should be proportionate to the likely effects of the policy
· The assessment should consider all parts of the general duty
The purpose of the Single Status Agreement

4. The Single Status agreement was agreed by the National Joint Council for Local Government services and applies to all UK local authorities and organisations with equivalent status. The purpose of the Government’s Single Status agreement, which was devised in 1997, is for Councils to harmonise pay and conditions of service. The agreement also includes responsibilities towards conducting Equality Impact Assessments and Equal Pay reviews.  
5. Croydon Council’s Single Status Pay and Grading proposals will affect all men and women employed by Croydon Council under the following terms and conditions of employment:
· ‘Green book’ - the proposals will apply in full 
· ‘Red book’ - only the proposals on the Performance, Development and Competency Scheme (PDCS) and the change to the definition of the working week (but not the changes to enhancements) will apply
· ‘Pink book’ – only the proposals on the Performance, Development and Competency Scheme will apply
· ‘Light blue book’ – only the proposals on the change to the definition of the working week (but not the changes to enhancements) will apply
6. The proposals aim to:
· Achieve better equality of pay across ex-manual grade staff and officer grade staff, using a single pay and grading structure and a universal job evaluation scheme

· Address the inequality of men and women’s pay who are undertaking work of a similar or equal value within the Council

· Reduce and harmonise the number of allowances and premium rate payments being used and ensure that those remaining are equally applied

· Re-define the standard working day and working week to enable the Council to deliver services more flexibly and deal with increasing demands for flexible working arrangements

Overall the Single Status agreement should promote equality of opportunity between men and women.

Scope of the Equality Impact Assessment 

7. As established, Croydon Council has a duty to assess the relevance of every proposed policy to the general duty. A policy is defined as ‘any practice or written document, which sets out a course of action, guiding principles or procedure, which is adopted and implemented by the authority’.
8. This Equality Impact Assessment (EqIA) identifies the overall impact that the Single Status proposals are expected to have on men and women in the Council’s workforce.  
9. The Single Status pay and grading proposals have been assessed (as relevant) to the gender equality duty, as it is their focus to harmonise equal pay between men and women – compliant with the elimination of discrimination and the promotion of equality of opportunity between men and women. 
10. The overall aim of the assessment process is to:

· Identify any potential impact of the proposals on male and females

· Identify issues in the context of related policies

· Consider the potential impact at later stages in the process of implementing, monitoring and evaluating

· Ensure that the proposals comply with the Equal Pay Act and the gender quality duty

· Take action to reduce/eliminate any identified adverse impact that cannot be justified before the policy is implemented. This process consists of the following stages:

· Initial screening

· Full impact assessment

· Impact assessment report
For details of the initial screening of the proposals please refer to Appendix I.

Data and research 
11. The impact assessment process consulted principally the following sources of information: 
Related Council policies and information

· Job Evaluation scheme 
· Career Progression scheme 
· The Performance and Competency scheme 
· Market Supplement scheme (Recruitment and Retention Policy) 
· Workforce gender monitoring data  
· Gender discrimination complaints data
External data
· Facts about Men and Women

· Towards a Fairer Future 
 
· Survey of Pay Structure development

· Equal pay case law
12. The 2001 census shows that 51 percent of the general population of England and Wales is female and 49 percent are male. Women constitute 52 percent of the Croydon population and 77 percent of the Croydon Council workforce covered by Single Status.
   
13. The following table shows the gender breakdown for Single Status by Council department. Please refer to Appendix II to see graphical representation.
	Department
	Total no. of Staff 
	No. of Females
	% of Females 
to total no. of staff in dept
	No. of Males
	% of Males 

To total no. of staff in dept
	Female to Male ratio

	ECPP
	913
	453
	50%
	460
	50%
	1:1

	Education (including non-teaching staff in schools)

	3640
	3251
	89%
	389
	11%
	8:1

	Finance and Resources
	347
	221
	64%
	126
	36%
	2:1

	Housing
	416
	219
	53%
	197
	47%
	1:1

	Planning and Transportation
	137
	49
	36%
	88
	64%
	0.5:1

	Policy and Corporate Services
	541
	385
	71%
	156
	29%
	2:1

	Social Services
	1126
	894
	79%
	232
	21%
	4:1

	Total
	7120
	5472
	77%
	1648
	23%
	3:1


14. Research conducted by the Equal Opportunities Commission
 established that unequal pay and income are major sources of gender inequality that affect women of all ages and races. 
15. This research shows that women earn 80 percent of average full-time male hourly earnings, while men’s average income is almost twice that of women. Further investigations into the pay and progression of Bangladeshi, Caribbean and Pakistani women found that women from these groups are more likely to face a higher risk of unemployment, lower pay, and fewer prospects for promotion.
 Previous research by the EOC has also established that women and men, who are defined as work-limited disabled, have lower average hourly earnings than men with disabilities.
16. Reasons for unequal pay include:

· A higher concentration of women in particular occupations that are usually characterised by lower levels of pay than in those numerically dominated by men 
· Women undertaking part-time work – this is often poorly paid and restricts career continuity and progression 
· Discrimination within payment systems and an undervaluation of the types of jobs that are held predominately by women  
17. In November 2006, the national gender pay gap
 stood at 12 percent (using the median) and 17.1 percent (using the mean) between the hourly earnings of men and women in full time work. The gender pay gap is determined by calculating women’s overall average pay as a percentage of men’s. 
18. Prior to the pay and grading proposals, the Council’s gender pay gap stood at 9 percent. After current job evaluations the pay gap stands at 6 percent, a significant reduction of 3 percent.  This is achieved by an overall increase in female pay by an average of £378 per annum and a decrease in male pay by an average of £455 per annum. Please refer to Appendix III
19. Please note that not all jobs have been evaluated and the process is on-going. At the time of this initial screening, 1180 jobs have been evaluated. These figures do not include schools based staff evaluations, due to data collection being a more complex process for this staff group. From the evaluations so far carried out for schools based staff though, the results are positive, with the majority of these posts either remaining the same or going up.  A sample of 10 schools showed that for evaluated jobs, 50% have gone up, 45% have remained the same and 5% have gone down.
Consultation

20. Formal consultation for Single Status began in September 2006, with the Trade Union side (GMB, TGWU, and Unison) collectively representing the workforce for the purpose of the Single Status proposals.  See Appendix VI for consultation details from September 06 to June 07.
21. The consultation exercise is ongoing and involves not only the Trade Unions, but all levels of stakeholders, including the Councils Leadership team, Senior Management and all staff. For details of stakeholders, see Appendix V. 

22. The Council presented initial proposals to the Trade Unions on 12 September 2006 – including the new pay and grading structure; proposals for progression; job evaluation, assimilation and appeals process; and details of the Equal Pay Audit. This meeting was at the beginning of negotiations and in the succeeding months of 2006 the Council brought the rest of its proposals to the table, with an initial formal proposal covering all aspects of the Single Status package being presented in December 2006.

23. Management consultations with the Trade Union side continue and have drawn attention to key aspects of the proposals: protection of pay, back-pay and Saturday enhancements. Through the consultation process, agreement has been reached on certain aspects of the proposals and accordingly, amendments have been made, with the Council presenting a further four formal proposals, including its final proposal dated 3 July 2007. These proposals can be viewed on the Council’s intranet and a hard copy is available upon request.

24. Council staff were initially notified of Single Status through a joint letter to home addresses from the Council and Trade Unions, explaining what the project involved and how, by working together, it was hoped that an agreement could be reached that would be satisfactory to both parties. The initial proposal was also published on both the Council’s intranet and schools’ website. 

25. Various briefings have been held since the start of consultation, including sessions specifically for management and head teachers, open briefing sessions for all staff, departmental and team briefings (dependent on need, or after a specific request). These sessions have been used to provide information, raise awareness of the Single Status agreement, the likely timescales for implementation and to provide individuals with the opportunity to raise concerns. Questions captured from the briefing sessions have been pulled together into a Frequently Asked Questions document and published on the Council’s intranet and schools’ website.
26. For non-teaching staff in schools, briefing sessions started in March 2007 and continue to be held for schools still going through the job evaluation process. To make visiting the 130 schools as simple as possible, they were split into four groups, dependent on their wards.  With each group representing approximately 30 schools, over 20 events have been held so far.  The purpose of this consultation is to provide information on the job evaluation process; how it would affect individuals and to address any questions or concerns regarding the job evaluation process and Single Status overall. 

27. As well as the various briefings on Single Status, there have also been two further letters sent to staff and another joint letter from the Council and Trade Unions. Articles have been published in the councils various publications, an intranet area and a specific internet area for schools staff has been developed, and the Single Status team has set up a support service which offers a helpline and email facility for staff. 

28. Ongoing communication and consultation is planned for the rest of the Single Status project and Appendix  VII highlights these activities. 

Job Evaluation scheme
29. The Council has adopted the Greater London Provincial Council (GLPC) Job Evaluation scheme. The scheme was subject to consultation with the Equal Opportunities Commission and tested jointly at regional and local authority level. The Council consulted with job evaluation panel members from Human Resources Management and the Trade Union side, to establish the GLPC scheme as a working document that is comprehensive and easy to apply.  The scheme is based on a framework with a scoring system.  There is also a checking system in place to ensure consistency in the application of the procedure and grades applied to jobs. 
30. Panel members who have had access to the previous job evaluation scheme state that the GLPC scheme is different in comparison. The previous scheme used by the Council failed to recognise the working conditions or the nature of the roles of jobs of ex-manual staff. The new scheme has been designed to benefit these roles with specific sections that recognise particular skills, responsibilities and conditions. The recognition within the scheme has seen a rise in grades for lower graded staff.  
31. The following table shows the outcomes of job evaluations so far completed for non-schools staff that have been matched to staff:
	
	Red circles
	Green circles
	White circles
	

	
	Nos 
	% of total nos
	Nos 
	% of total nos
	Nos 
	% of total nos
	Total Nos

	Male
	159
	22%
	224
	31%
	342
	47%
	725

	Female
	212
	15%
	450
	32%
	731
	52%
	1393

	Total
	371
	17%
	674
	32%
	1073
	51%
	2118


Allowances/Saturday enhancements
32. Overall the Council has increased female allowances as a percentage of male allowances from 76 percent to 99 percent. Please refer to Appendix IV. The only movement down for women is Saturday enhancements, from 73 percent of average male enhancement to 71 percent. There is also a decrease in the average earnings of males receiving this allowance. Improvements in female pay can be found in all other allowances. 
Proposals for protection
33. The Council proposes to provide protection of salary for 12 months where an overall loss of pay occurs. Protection shall be applied accordingly to both men and women. The protection period enables the loss to be mitigated over a reasonable period to reduce impact and also reduces the risk of prolonging differences in pay that may promote inequality. 
34. The current numbers of staff who will receive protection due to an overall loss of pay are 295 men and 322 women. This includes the 159 men and 212 women who have been red circled (see above) so a further 136 men and 110 women will receive protection due to changes in allowances (of posts that have so far been evaluated).

Market supplements

35. At present the Council has a scheme in place that requires evidence based criteria to be met in order for a market supplement payment to be awarded. Whilst a practice of awarding market supplements according to an evidence based criteria is not unlawful, the main factors that are taken into account to are often inadvertently biased in favour of men.

36. It is therefore essential to ensure that policies do not perpetuate discrimination either directly or indirectly.  Further investigation into the Council’s scheme and its application would be advisable. This may be achieved via an equal pay audit or a “stand alone” review of the policy.   
37. The Single Status pay and grading review proposes that market supplements will be audited and withdrawn if they do not meet the conditions of this scheme. This review is also required due to many of these payments being historic and therefore possibly no longer valid. 

38. The market supplements that are currently in use are concentrated in the areas of Planning and Transport and Finance and Resources. These supplements are paid to predominately male dominated roles with 90 percent of the payments being held by men.  This would suggest that there is currently an under-representation of women in jobs that attract market supplement payments.  
Performance, Development and Competency Scheme (PDCS)
39. The PDCS has replaced the Council’s current Job Review Scheme and from April 

2007 is to be implemented across the Council, coming into full effect financially, from 1 April 2008. 
40. The scheme proposes to standardise staff appraisals and development across the Council and has an impact on pay as there is a condition within it that enables an increment to be withheld, should certain criteria not be met. This policy has the potential to affect groups differently and it is therefore necessary to assess the policy for relevance to the appropriate general duty via a screening process.  This process should take place to determine whether it is necessary to conduct an equality impact assessment on this policy in its own right.
Impact assessment and justifiability 
41. If an impact assessment finds that the proposed implementation of Single Status could result in unlawful discrimination or adverse impact on a particular group (or groups), steps should be taken to prevent the discrimination and to remove, reduce or mitigate adverse effects.

42. Although market supplements and PDCS are being further investigated, there are no significant findings of adverse impact 
 on men or women with regard to the pay and grading proposals. 
Policy implications

43. Consultation with stakeholders did not identify any potentially unlawful discrimination arising as a result of the amended pay and grading proposals being implemented through Single Status.
44. However, further investigation is required into policies that are linked to pay. There is also a requirement to further assess and evaluate Single Status upon implementation to ensure that it is meeting the duty to promote equality. 
Conclusion

45. As a result of the initial stages of the pay and grading process, the reduction of the pay gap between men and women is considerable, having been closed by a third.  The pay and grading policy may therefore be deemed as a positive starting point to the wider context of equality of pay and best practice in employment between men and women. 
46. In order to work towards reducing the pay gap even further, it is advisable to conduct an Equal Pay Audit (along with the assessment of all policies linked to pay) to identify any barriers that may be a cause for gender inequality and take the appropriate action to reduce such findings.
47. Further action could also include the examination of:

· Under representation of women at top grades 

· Women in traditional trade positions that are currently male dominated

· Women in particular occupations that are usually characterised by lower levels of pay than those numerically dominated by men

48. Equality Impact Assessment recommendations

· The Council’s pay and grading structure should be continuously monitored to evaluate its effectiveness in practice 

· All the policies named in the proposals that have an impact on pay should be reviewed and any new policies should be assessed for relevance to the appropriate general duty
· Conduct an Equal Pay Audit as soon as is practically possible and take appropriate action on any causes of gender pay inequalities
· Review the recruitment and retention of women across all ethnic groups for male dominated roles
Full Impact Assessment
49. Once again, please note that these findings are an initial screening, as at 3 July 2007. The results are taken from the job evaluations done so far, which equates to a random sample of over 25% of the Councils workforce.  The Council regards this proportion of staff large enough to give a statistically accurate representation of the picture across the Council as a whole. 
50. Following full implementation of Single Status and the new pay and grading structure, a full Equality Impact Assessment will be undertaken.
Publication

51. The Equality Impact Assessment will be published within the Single Status pages on both the Croydon intranet and School’s website. 

Appendix I - Initial screening (pay and grading proposals)
Each question is designed to assist in the identification of policy implications for equality of opportunity and assess relevance to the general duty.
Is this policy relevant to the Race Equality Duty, the Disability Duty or the Gender Equality Duty? Yes. The purpose of the policy is to harmonise pay and conditions of service between men and women and ultimately reduce the gender pay gap, which is significant to the elimination of discrimination and the promotion of equality of opportunity between men and women, under the Sex Discrimination Act 1975 (Public Authorities) (Statutory Duties) Order 2006.
Is there any evidence or other reason to believe that different groups could be affected differently by the proposed policy? Yes. With the proposed elimination of bonuses, other pay enhancements and the re-evaluation of jobs, it is highly probable that some staff will receive a reduction in pay. The proportion of male to female regarding a potential loss in pay has not yet been established.

Is there any evidence or other reason to believe that different groups have different needs, experiences, issues and priorities in relation to this particular policy? Yes. National research and data has identified that a historical and universal pay gap exists between men and women - being less favourable to women in most cases. Women are far more likely to make claims under the Sex Discrimination Act and the Equal Pay Act with regards to unfairness in relation to pay. The priority of this policy is to bring women’s pay in line with that of the male workforce and harmonise benefits, allowances and grading structures to ultimately reduce the pay gap and promote equality.

Is there any evidence to suggest that any part of the proposed policy could discriminate unlawfully (directly or indirectly) on racial, disability or gender grounds? No.

Is there an opportunity to promote equality more effectively by altering this policy or working with others in the wider community? Yes. All other policies that are linked to pay should be brought together with the proposed new pay and grading structure to form part of an overall pay policy.  The policies should be monitored and evaluated corporately and action taken on any adverse findings -  in order to promote equality not only between men and women but people of different races and other minority groups.
Have prior consultations with relevant groups, organisations or individuals indicated that this particular policy creates problems that are specific to them? Yes. The Trade Union side have suggested that removal of Saturday enhancements will be a detriment to those who work on Saturday. They have also suggested that the proposed period of 12 months for protection of salaries that are reduced as a result of the proposals will also be a detriment to some staff members. An impact assessment is necessary to evaluate if indeed this aspect of and the proposals overall will adversely impact on any particular group.

Appendix II - Gender breakdown by department

[image: image1.emf]Gender breakdown by department

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

ECPP

Finance &

Resources

Planning &

Transportation

Social

Services

% of males to

total no of staff in

dept

% of females to

total no of staff in

dept


	Department
	Total no. of Staff 
	No. of Females
	% of Females 

to total no. of staff in dept
	No. of Males
	% of Males 

To total no. of staff in dept
	Female to Male ratio

	ECPP
	913
	453
	50%
	460
	50%
	1:1

	Education (including non-teaching staff in schools)

	3640
	3251
	89%
	389
	11%
	8:1

	Finance and Resources
	347
	221
	64%
	126
	36%
	2:1

	Housing
	416
	219
	53%
	197
	47%
	1:1

	Planning and Transportation
	137
	49
	36%
	88
	64%
	0.5:1

	Policy and Corporate Services
	541
	385
	71%
	156
	29%
	2:1

	Social Services
	1126
	894
	79%
	232
	21%
	4:1

	Total
	7120
	5472
	77%
	1648
	23%
	3:1


Appendix III - Gender Pay Gap
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	Female
	Male
	F as % of M

	Total pay & allowances (Current)
	25,094
	27,518
	91%

	Total pay & allowances (after evaluation, post protection)
	25,472
	27,063
	94%

	Change
	378
	-455
	3%


Appendix IV - Allowances and Saturday Enhancements

Table 1 - Allowances 
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	Male
	Female
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	Total key allowances (current)
	20,058
	15,329
	76%

	Total selected allowances (after evaluation, post protection)
	14,429
	14,355
	99%


Table 2 - Saturday Enhancements
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	Saturday Enhancements (current)
	1,131
	827
	73%

	Saturday Enhancements (after evaluation, post protection)
	988
	702
	71%


Appendix V - Single Status Stakeholder Groups

Key Stakeholders

The key stakeholders for Single Status are those with the ability to make decisions on behalf of the Council and to support the project through delivery. Also listed are those groups with the ability to strongly influence any decisions made. These main stakeholders are listed below:
· Project Team and Project Board
· Members
· Trade Unions
· Chief Executive, Chief Officers and other Senior Managers
Primary Stakeholders

The primary stakeholders are those who are directly affected or impacted by the changes the Single Status project is introducing:
· All staff

· Negatively effected staff

· Positively effected staff

· Non-teaching staff in schools

· HR and OD
· HR Consultancy
· BPU, including CHRIS
· Recruitment and Retention
· Organisational Development, including PDCS
Secondary Stakeholders

The secondary stakeholders for the Single Status project are those groups that need to be kept informed of what is going on but have no direct influence and are not directly impacted by the changes:

· Press Office

· ACAS

· Ad hoc external groups

· National Joint Council (NJC)

· Equal Opportunities Commission (EOC)

· London Councils

· Local Primary Care Trust (PCT)
· HMRC
Appendix VI - Single Status – Communication and Consultation Activities Sept 06 to 30 June 07

The below table is a high-level overview of the activities undertaken during staff consultation for Single Status

	Channel
	Audience
	Overview of messages
	Date

	Letters to Staff
	
	
	

	Joint letter from Council and Trade Unions
	All staff
	· What Single Status is and why we are undergoing this exercise

· History around what has happened

· Job evaluation process

· Joint working together

· Further information can be found at …
	Sept 06

	Letter from Pam Parkes
	All staff
	· Update to staff regarding where we are with Single Status and what is happening with TU negotiations

· Details of Councils current proposal and TU position

· Highlighting timescales for the project

· How we intend to communicate going forward

· Invites to staff briefing sessions

· Where staff can get support and information
	13 March 07

	Letter from Pam Parkes
	All staff
	· A further update to staff regarding where we are with TU negotiations

· Details of Councils current proposal and TU position

· Why timing has slipped

· Where staff can get support and information
	15 May 07

	Joint letter from Council and Trade Unions
	All staff
	· A further update to staff regarding where we are with negotiations

· How we are working together to move towards an agreement

· What the TUs propose and what the Councils final proposal is

· Where staff can get support and information
	25 June 07

	Job Evaluation Results Letter
	All Staff
	· The outcome of the job evaluation process 

· What it means for them on a individual basis 

· The appeals process

· Where they can get further support and help
	Started mid June – ongoing 

	Meetings 
	
	
	

	Briefing Session – Town Hall
	All Council Senior Managers 
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation 

· Implications for the Council and potential costs

· Questions and Answers
	12 Dec 06

	Open Briefing Session – Fairfield Hall
	All Staff
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation 

· Questions and Answers
	14 Dec 06

	Briefing Session
	Head teachers
	· Details of first formal proposal to trade unions and their response

· Job evaluation process for non-teaching staff

· Questions and Answers
	One off meeting 22 Jan 07

	Team Briefing Sessions


	Social Services,  Waste Management and Street scene, Passenger Transport, Rees House, Building Control, Mayday Hospital Staff, Independent Reviewing Service, Children’s Services
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process

· That we are still in negotiation with trade unions around the proposal 

· Questions and Answers
	One off meetings Feb – April 07

	Single Status Briefing Session

Questions and Answers
	All Managers
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation around the proposal

· Questions and Answers
	14th march 07

	Single Status

Briefing Sessions for Schools


	Non-teaching staff in Wards 1, 2, 3, 9, 10, 11, 12, 13, 15, 17, 18, 19, 20, 21,  22 . Selhurst Maths and Computing Specialist School, Westwood Language College for Girls
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process in schools

· How to keep informed

· Questions and Answers
	March –May 07

	Single Status

Briefing Session


	Library Managers
	· What Single Status is and why we are undergoing this exercise

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation around the proposal

· Questions and Answers
	20 March 07

	Single Status Follow –up Event

Open Briefings


	All staff
	· New pay and grading review

· National Picture

· Single Status to date in Croydon council

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation around the proposal

· Questions and Answers
	27 March 07

	Single Status Follow –up Event  Briefing Session


	ECSS staff; Highways DSO
	· New pay and grading review

· National Picture

· Single Status to date in Croydon council

· Job evaluation process

· What we are proposing to the TUs and that still in negotiation 

· Questions and Answers
	27 March 07

	Single Status Follow –up Event Briefing Session
	Head Teachers
	· Formal offer to trade unions

· Job evaluation process for non-teaching staff

· Response from trade unions

· Process for dealing with assimilations and job evaluation

· Questions and answers


	28 March 07

	Publications
	
	
	

	Schools.comm 

Issues 3, 4, 5
	Education managers
	· Regular updates and reminders on what Single Status is and why it is being implemented

· That we will continue to meet with the trade unions to engage in meaningful consultation with the intention of reaching a collective agreement

· Ongoing information on job evaluations and assimilations
· Dates for school visits and road shows

· What Head Teachers can expect

· More information can be found on intranet
	Published 3 Jan, 4 April, 7 June 07

	The Loop 

Issues 1,2,3


	All staff
	· Regular updates and reminders on what Single Status is and why it is being implemented

· Ongoing information on job evaluations 

· Open briefing sessions for staff

· That we will continue to meet with the trade unions to engage in meaningful consultation with the intention of reaching a collective agreement

· More information can be found on intranet
	Published

1 Feb, 2 April , 12 June 07

	People Matters 

Issues 4, 5, 6
	All managers and HR  and OD staff
	· What is Single Status, what action is required to achieve it

· Managers need to ensure all staff have an up to date job description and are encouraged to consult with staff when making any changes 

· We have been meeting with the TUs on a weekly basis from September 2006

· Where we are with our proposal to the TUs

· Further information can be found at …
· 
	Published

4 Feb, 5 April 07

	All Change

One-off Newsletter
	All staff
	· What is Single Status, what action is required to achieve it

· Project Work streams 

· We have been meeting with the TUs on a weekly basis from September 2006

· Where we are with our proposal to the TUs

· Further information can be found at …

	Nov 06

	Leaders Brief
	
	· What is Single Status, what action is required to achieve it

· Job evaluations and the process 

· Briefings to staff 

	17 Oct 06, 10 Jan 07

	Other
	
	
	

	Intranet
	All Staff
	· Ongoing updates to content to ensure up to date with Single Status information

· News and Updates

· About Single Status

· Job Evaluations

· Information and Resources including current and past Council proposals

· Frequently Asked Questions

· Support and Help
	Ongoing

	Schools HR website
	All Schools Staff
	· Ongoing updates to content to ensure up to date with Single Status information

· News and Updates

· About Single Status

· Job Evaluations

· Information and Resources

· Frequently Asked Questions

· Support and Help
	Ongoing

	Single Status email address and monitored mailbox
	All Staff
	· Mailbox monitored Mon to Friday, 9am till 5pm

· Staff can get an immediate response to emails for any queries they may have or for requests for information
	Ongoing

	Single Status Helpline
	All Staff
	· Helpline monitored Mon to Friday, 9am till 5pm 

· Staff can get an immediate response to any queries they may have or for requests for information
	Ongoing

	Frequently Asked Questions doc.
	All Staff
	· Frequently asked questions doc created from questions asked at briefing sessions, school visits, calls to the helpline etc. Updated as and when we receive any new questions
	Ongoing


Appendix VII - Future planned communication and consultation activities
	Activity
	Audience 
	Messages
	Timing

	Members Project Report

Email


	Project Board
	· Status of project

· Where we are with Single Status negotiations

· Job evaluation Process

· Project management Info – timelines, plan, risks issues etc
	Monthly

	Members Project Meetings
	Project Board
	· Status of project

· Where we are  with Single Status negotiations

· Job evaluation Process

· Any project issues or decisions that need to be made

· Project management Info – timelines, plan, risks issues etc
	Bi-monthly

	Cabinet Members Update - Leadership Meetings
	Members
	· Status of project

· Where we are with Single Status negotiations

· Job evaluation Process

· Any project issues or decisions that need to be made

· Project management Info – timelines, plan, risks issues etc
	Monthly

	Monthly Update, CMT, DMTs
	Chief Executive, Chief Officers, Other Senior Management
	· Status of project

· Where we are  with Single Status negotiations

· Job evaluation Process

· Any assistance we may need around the changes or message cascades

· Project management Info – timelines, plan, risks issues etc
	Monthly

	Assisted Bargaining if necessary
	Trade Unions
	· Dependent on outcome of negotiations 
	If required

	Lunchtime briefing 


	HR and OD Staff
	· Status of project

· Where we are at with Single Status negotiations

· Job evaluation Process

· Next steps

· Support we need from HR and changes that will affect them

· Ways of Working for effected areas
	July 2007

	Loop  Article Update on Negotiations/implementation
	All staff
	· General update on Single Status and job evaluation process

· Next steps

· Where staff can go for more information
	Next publication - July

	Intranet Update
	All staff
	· Full content review to reflect current status
	Ongoing

	HR schools internet
	Schools staff
	· Full content review to reflect current status
	Ongoing

	Road shows  -Updates on Job Evaluations
	Schools Staff
	· Status of project

· Job evaluation Process and what they need to do

· Next steps

· Where they can get additional support and help
	Ad hoc

	Email results of Job Evaluation Process
	Directors and Divisional Directors
	· Outcome of job results for each department and division

· Timescales for disseminating information

· Manager brief to cascade explaining appeals process and what they need to do to support staff

· Where to get further support and help
	W/C/11/06/07

	Letter with Results of Job Evaluation Process
	All staff/non-schools staff
	· Outcome of job evaluation process including factoring 

· Directing staff to speak to their managers if they have any queries

· Where to get further support and help
	WC 18/06/07

	Appeals Process – Management Brief and Intranet
	Selected staff
	· Appeals process

· Forms need to fill

· What evidence you need to give
	WC 18/06/07

	Results of any appeal - Email
	Directors and Divisional Directors
	· Outcome of appeal

· Where to get further support and help
	TBC 

	Results of any appeal - Letter
	All staff/non-schools staff
	· Outcome of appeal 

· Where to get further support and help
	TBC

	Where to get support and help - Business Card
	All Staff
	· Single Status 

· helpline number email address 

· intranet are details


	TBC

	Targeted meetings  - Information about the agreement and  implementation of Single Status
	Managers, Head Teachers and Governors
	· Current position and next steps

· What this may mean for staff and the support we need managers to give

· Where managers can get help and support
	TBC

	Open meetings - Information about the agreement and  implementation of Single Status
	Managers of staff groups affected and where possible staff
	· Current position and next steps

· What this may mean for staff and the support we need managers to give

· Where managers  and staff can get help and support
	TBC

	Targeted staff consultation sessions - Information about the agreement and  implementation of Single Status
	Managers of staff groups affected and where possible staff
	· Current position and next steps

· What this may mean for staff and the support we need managers to give

· Where managers  and staff can get help and support
	TBC

	People Matters  - Information about the agreement and  implementation of Single Status
	Managers
	· Current position and next steps

· What this may mean for staff and the support we need managers to give

· Where managers  and staff can get help and support
	July/August








� Gender: Eliminate unlawful discrimination; eliminate harassment; and promote equality of opportunity between men and women (transgender people are also protected under the duty in employment, vocational training and higher education).  Race: Eliminate unlawful racial discrimination; promote equality of opportunity; and promote good relations between people from different racial groups.  Disability: Eliminate discrimination that is unlawful under the DDA; eliminate harassment of disabled people that is related to their disability; promote equality of opportunity between disabled people and others; take steps to take account of disabled people’s disability, even when that involves treating disabled people more favourably than others; promote positive attitudes toward disabled people; and encourage participation by disabled people in public life.





� Section 76 A (1). The Act excludes a number of authorities from the gender duty, including both Houses of Parliament, the Scottish Parliament, the General Synod of the Church of England, the Security Service, the Intelligence Service, the Government Communications Headquarters (GCHQ) and units of the armed forces required to assist the GCHQ. 





� All Public Authorities listed in Schedule 1A of the Race Relations (Amendment) Act 2000 and; the appropriate Schedules of the Disability discrimination Act 2005 the Equality Act 2006; are bound by the general duty (s) to promote equality.


�  Equal opportunities commission report 2006 - Changes since 1970’s for men and women-education, employment and public life.


� Women and Work Commission April 2007 report – causes of gender pay gap/progress against the WWC recommendations. 


� Local Government Employers Report – An analysis of pay and grading structures being introduced by authorities.


� Figures for Single Status are exclusive of staff covered by different collective agreements i.e. craft workers; youth and community workers; teachers; Soulbury workers and lecturers in further education and staff who work in Vouluntary Aided and Foundation schools who are employed by their governing bodies, not by the Council


� Figures are provided on the basis of the Council’s previous structure in relation to Children’s services.  This does not make any overall statistic difference to the outcomes


� Women and Men in Britain


� Women and Work Commission – Towards a Fairer Future report April 2007


� Findings from ASHE – annual survey of hours and earnings


� For the purposes of anti -discrimination legislation, adverse impact is a significant difference in patterns of representation or outcomes between racial groups; gender and people with disabilities, with the difference amounting to a detriment.


� As noted on page 5, figures for Single Status are exclusive of staff covered by different collective agreements i.e. craft workers; youth and community workers; teachers; Soulbury workers and lecturers in further education and staff who work in Vouluntary Aided and Foundation schools who are employed by their governing bodies, not by the Council


� Figures are provided on the basis of the Council’s previous structure in relation to Children’s services.  This does not make any overall statistic difference to the outcomes


� For detailed data for table 1, please refer to the separate document ‘Current pay & allowances’
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