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INTRODUCTION FROM THE CHIEF EXECUTIVE

The General Social Care Council (GSCC) values inclusiveness and is committed to promoting equality and valuing diversity in everything we do.  We aim to be an organisation where:

· individual differences are respected;

· employees, people who use services, their families and carers, are treated with dignity and on the basis of their merits, abilities and needs; 
· everyone has a fair opportunity to fulfil their potential without suffering discrimination or disadvantage; and
· diversity is valued and promoted.
The development and delivery of the scheme flows from the GSCC’s Equality and Diversity Strategy.  It is a statement of our strong commitment and approach to promoting equality and valuing diversity for people from different groups whether they work for us or use our services.  The scheme provides the framework for promoting equality throughout the GSCC and will make a positive and lasting difference to the experiences of our employees, registrants, stakeholders and people who use services. 

As a public body, the GSCC recognises that we have clear obligations to fulfil under legislation; this scheme is not just about meeting that legal requirement but working towards fairness and valuing difference in everything we do.  
This scheme is built from the evidence from our equality screening process, an audit of our activities and previous discussions with disabled people (including disabled people who use services).  These processes identified seven key areas the GSCC could develop further; these areas have become our priorities.  We asked a wide range of stakeholders including people who use services, our registrants (social workers and social work students), our staff and organisations who have a stake in the social care sector (employers, third sector organisations) what they thought of these priorities.

In summary as a result of this feedback we have: 

· strengthened the role of gender identity within the scheme, recognised the importance of other discriminating factors outside of the ‘six strands’ and the differences that can occur between and within strands, providing practical examples of how the GSCC attempts to balance these;

· highlighted our priority areas in the scheme and summarised key actions the GSCC will be taking forward over the next three years to meet these, including the resourcing of a person to lead on involvement at the GSCC and monitoring the impact our registration and conduct processes have on different groups; and
· described what people will see the GSCC doing differently as a result of implementing this scheme. 

A full version of the responses we received on the draft scheme through the feedback form and focus groups can be found in Annex A along with a list of people or organisations that contributed to the scheme in Annex B.  Feedback from disabled people (including disabled people who use services) that contributed to an earlier version of this scheme can be found in Annex C.
Thank you to everyone who took the time to respond to this scheme, I value your contribution and we look forward to continuing this involvement in the future.
Mike Wardle
Chief Executive
ABOUT THE GENERAL SOCIAL CARE COUNCIL

1. The GSCC is responsible for improving the quality of the social care workforce and the quality of the training of social care workers through regulating the social care workforce and by ensuring that standards within the social care sector are of the highest quality. 

2. There are approximately 98,000 qualified social workers and social work students who we have registered on the Social Care Register (the register).  The work of the GSCC is led by a Council, which provides strategic guidance on the work of the GSCC.  The Care Standards Act (2000) sets out our duties, role and responsibilities.

3. The GSCC is based in two offices in London and Rugby and we employ approximately 180 employees in total.  A number of staff are home-based.  Our Regulation Directorate is responsible for upholding standards through registration, conduct and social work education and training.  Our Strategy Directorate focuses on our strategic direction, customer service and transformation and our Corporate Resources Directorate manages day to day functions of the GSCC.  We also have around 80 independent committee members who are office holders appointed by our Council to take decisions about registration and conduct of social workers and social work students.
Mission statement

4. The GSCC exists to promote the highest standards of social care in England for the benefit and protection of people who use services and the wider public by:
· acting as a guardian of standards in social care practice and as a champion of a committed workforce;
· requiring the highest standards of conduct from social care workers and compliance with a code of practice;

· promoting the highest standards of training for social care workers;
· always keeping the best interests of people who use the service and the wider public at the heart of the organisation; and
· working in an open, accessible and inclusive way.
5. We achieve this through:

· developing and maintaining a comprehensive and up-to-date register of social care workers;
· developing and enforcing professional standards of conduct and practice in order to improve services and public protection;
· ensuring high quality training for social workers and continuous assessment of the continued relevance of social work education and training to practice;
· developing and maintaining a strategic leadership role in social care, working with partner organisations as a modern regulator; and 

· ensuring the organisation is fit for purpose and able to adapt to change

Why equality and diversity is important at the GSCC

6. Our Council believes it has an important social responsibility in helping to create a just and fair society and there is moral case for recognising and promoting equality and valuing diversity in order to make sure there is fair treatment for all.  
7. Our Council believes that recognising and promoting equality and valuing the diversity of our employees, people who use the service and stakeholders will lead to better services and will allow the GSCC to become an employer of choice. 

8. Our Council is committed to delivering its legal responsibilities and will remove unlawful discrimination and promote good relations between people from different groups.
9. In Council’s Equality and Diversity Strategy 2005-07, we set out six key aims for the delivery of equality and diversity at the GSCC.  Following feedback on the draft version of this scheme we have clarified these into four key commitments to promote equality and value diversity at the GSCC.
10. We are committed to:

Setting an example
To make sure our leaders demonstrate commitment to promoting equality and valuing diversity, challenging inappropriate behaviour, keeping informed of best practice and taking action to address equality and diversity issues in all we do.

11. Leadership is applicable to the entire GSCC workforce and leadership team - managers, employees, Council and committee members - anyone could be called upon to lead others.  Leadership is also about how leaders are developed and how they provide support, guidance and feedback to others.  It is about how they drive and lead the way the GSCC works.  Leadership is also about how the GSCC develops its corporate vision and how it is championed in such a way that everyone can link their own contribution to the collective mission.  

Providing services that meet people’s needs
To make sure that our policies, processes and communications are fair, consistent and enable equality of access to people who use services, registrants, employees and stakeholders and are responsive to the changing needs of different people.

12. This area covers issues about the standard of service that the GSCC delivers.  If the organisation embeds thinking about equality and diversity, what it does all day, every day, will better meet the needs of stakeholders and people who use services.

Attracting, developing and retaining a diverse group of staff
To equip, develop and support our employees with the capability and confidence to promote equality and value diversity in their work.  To ensure employees receive fair treatment and equal access to opportunities to continue professional development, balance life and work, and support for their family life, and to provide a working environment that is free from discrimination, harassment or victimisation.

13. This is about creating an inclusive environment where everyone can play a part in delivering organisational goals by implementing, supporting and developing organisational strategy.  This includes recruitment, retention, selection, progression, performance management, welfare and flexible working considerations.
Working with others to make our services better
To recognise and value the diversity of our stakeholders, registrants and people who use services, gather information on their diverse needs through monitoring, consultation and involvement, understand that our services are improved and enriched through this diversity and implement equality structures to facilitate engagement.
14. This includes our commitment to ensure the voice of people who use services is heard through ‘Seen and Heard’.  This describes how the GSCC enables engagement with individuals or groups from diverse communities, especially those that are particularly affected by the outcomes of social care, for example parents with learning disabilities and mental health service users; how it engages with those whom it has not reached in the past and with our stakeholder groups.   It is also concerned with working in partnership with other health and social care partners and regulators.
The purpose of this scheme 
15. This scheme sets out how we will deliver our commitments and meet our legal requirements, going beyond addressing discrimination, to positively promoting equality in everything we do.  

16. Legislation (see Annex D for details of relevant legislation and codes of practice) sets out general and specific duties for disability, gender and race on public bodies such as the GSCC.  

17. This scheme shows how the GSCC plans, delivers and evaluates actions to meet our legislative requirements, including the general and specific public duties.  These duties vary in nature, depending on the legislation and equality group involved (age, disability, gender, race, religion or belief, sexual orientation).  They are broadly similar in their aim that the GSCC should pay due regard to the need to:
· eliminate unlawful discrimination and harassment; and
· promote equality of opportunity.
18. ‘Due regard’ means that within all activities due weight is given to promoting equality in proportion to its relevance.  In addition to these the Code of Practice on Race Equality requires the GSCC to:
· promote good relations between people from different racial groups.
19. The Disability Equality Code of Practice requires the GSCC to:
· promote positive attitudes towards disabled persons;
· encourage participation by disabled persons in public life; and
· take steps to take account of disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons.
20. These duties are placed on public bodes as a result of legislation and currently encompass three equality groups or ‘strands’, as follows:

· disability, under the Disability Discrimination Act (2005);
· gender (including transgender people), under the Equality Act (2006); and
· race, under the Race Relations (Amendment) Act (2000).
21. Other equality groups or strands have legislation in place in respect of outlawing discrimination, for example:

· age, under the Employment Equality (Age) Regulations (2006);
· religious belief or faith, under the Employment Equality (Religion or Belief) Regulations (2003); and
· sexual orientation, under laws such as the Civil Partnership Act (2004), and the Employment Equality (Sexual Orientation) Regulations (2003).
22. While these laws do not require the GSCC to plan, deliver and evaluate specific actions to eliminate discrimination and promote equality of opportunity, the GSCC gives each of these six strands (age, disability, gender, race, religion or belief, sexual orientation) equal priority and aims to go beyond what is required by legislation.  
Responsibilities
23. Setting an example is a key commitment to promoting equality and valuing diversity at the GSCC.  To ensure the success of this scheme, every person at the GSCC has a role to play in its implementation.
24. The Council and the Chief Executive are accountable for monitoring the achievement of the Equality and Diversity Policy, including the action plan set out in this scheme, along with specific equality and diversity champions within Council and its committees.

25. On behalf of the Executive Management Team (EMT), the Director of Regulation has overall responsibility for delivery of the Council’s Equality and Diversity Policy, including reporting on performance and delivery of the action plan set out within this scheme.

26. The Equality and Diversity Steering Group (the steering group) is made up of employees who support, advise and guide the delivery of the Equality and Diversity Policy, including the delivery of this scheme and the action plan.  The steering group is supported by specialist staff and resources.
27. Our Skills and Behaviours Framework for employees sets out standards of behaviour for staff and includes two specific standards on equality and diversity against which employees are assessed throughout the year.  Prospective employees are assessed on their response to a question on the application of equality and diversity in their prospective role at the GSCC during their interview.
28. We have set out an organisation-wide Equality Action Plan (the action plan) to make sure we deliver on our equality agenda and there is clear accountability for delivery on actions in this plan.  Through our performance reporting process all teams have a responsibility to continually monitor delivery against the plan.  All teams have a responsibility to equality screen new policies and processes and undertake a full equality impact assessment to address areas of discrimination or opportunities to promote equality.
ACHIEVING OUR STRATEGIC AIMS AND MEETING OUR GENERAL AND SPECIFIC DUTIES

How the functions of the GSCC are relevant to the duties
29. The GSCC recognises that each equality strand (age, disability, gender, race, religion or belief, sexual orientation) has its own unique characteristics that need to be thought about when planning for action.  All of the GSCC’s functions are relevant to each of the six strands and a number of our services and processes play a key role in promoting equality of opportunity and eliminating discrimination.  These include:
· setting rules about how care workers and their employers should do their job;
· investigating allegations of misconduct (where people think a care worker has broken the rules);
· holding conduct hearings with an impartial panel;
· removing people from the register (so they can no longer practice as a social worker or social care worker) as a result of this investigation;
· developing a competent social care workforce;
· monitoring and enforcing standards in higher education institutions (HEIs) to ensure they are delivering quality education and training;
· disbursing grants to HEIs to support the delivery of good quality education and training;
· registering students and qualified social workers by completing checks on their competence, qualifications, criminal records and health; and
· recruiting to the GSCC and appointment of committee and council members.
30. Through the screening of our policies and processes and discussions with people who use services, registrants, staff and stakeholders we have identified a number of specific issues that fall under each strand that are of particular relevance to the GSCC and these are set out below.

31. While these issues are grouped under a single equality strand heading, the GSCC acknowledges that individual differences often relate to more than one strand.  It is important to take into consideration, through our involvement, equality impact assessment and training approaches, these multiple factors of discrimination and consequently the very different experiences individuals bring to or need from the GSCC.


32. In alignment with our commitment to promoting good relations between equality groups, the GSCC works to ensure that one individual’s right does not affect another, for example we carefully balance the right of a disabled social worker to practise with the potential needs of the person receiving their services.


33. We also recognise that there are a number of other factors such as class, having caring responsibilities, speaking English as a second language, that can present a barrier to individuals progressing through training or making a complaint about the services they receive.  Through our thinking and planning for the next groups phase of home care registration, we have considered the barriers to registration that could be present, including having English as a second language, part time working, low income and a lack of access to technology.  
How the equality strands relate to the GSCC

Age

34. Our internal staff equality monitoring data has highlighted that the GSCC is underrepresented in the 55+ and 16-24 age categories and we have high turnover amongst younger staff (aged 16-24).  A number of staff fed back through the consultation process that the organisation needs to have a greater emphasis on ‘growing our own’ talent.

35. As a social care workforce regulator taking the needs of both younger and older people who use services and in the workforce into consideration will continue to be a challenge.  Through the development of the children and young people, their families and carers post qualifying award specialism the GSCC specifically sought the views of looked after young people by establishing two groups of young people who were looked after or recently looked after. 
36. The GSCC met with one group twice together with their youth club leader and had several meetings with another group, several of whom were contacted through Barnardos and other organisations.  The group presented ideas, read proposals and made specific contributions to the award requirements.
Disability

37. By involving disabled people, our aim is to make the GSCC a fully inclusive and accessible organisation, both for those it employs or seeks to employ and for those to whom it provides services.  We recognise the particular importance of involving people with learning difficulties and mental health service users in the development of our work and of ensuring our complaints process is as accessible to these groups as any other.  
38. Feedback from the people who use services focus group reinforced the need for the GSCC to engage with those who can be significantly affected by the decisions of social workers because of their disability, for example, the ‘need to make sure you involve parents with learning disabilities and mental health service users’.  This will continue to be a part of our involvement strategy for people who use services and is included in our action plan.
39. Our Council’s decision to ask the Government to repeal the health requirement as part of the criteria for registration in the Care Standards Act (2000) supports our focus to remove barriers for disabled people in all areas of our practice.
40. The GSCC will, through its strategy to involve people who use services, provide a service which responds to the needs and views of this group.  We will strive to improve the way it works to ensure disabled people have full access to the organisation.  
41. We support the Social Model of Disability (see further details in Annex E) and will remove barriers and proactively tackle discrimination.  It is accepted that discrimination on grounds of disability is a form of oppression alongside discrimination on grounds of age, religion or belief, race, gender, sexual orientation.
42. The GSCC amended the approach to making reasonable adjustments for disabled staff and was awarded the two tick symbol (positive about disabled people) in 2008.  The GSCC will continue to take steps to take account of disabled people’s impairments, including the treatment of disabled people more favourably than those who are not disabled in line with the legislation.  
43. The easy to read version of the draft scheme received positive comments through the consultation.  A number of suggestions were made to improve the access to facilities in the Rugby office (installation of hearing loops) and the London office (provision of microphones during conduct hearings).  These accessibility issues are included in the action plan.
Gender

44. The GSCC recognises the importance of considering transgender issues through policy and process development.  Our equality impact assessment form takes into account transgender.  However more could be done in this area and through the review of the equality impact assessment process further information will be signposted about the transgender community.

45. A number of people commented through the consultation that the GSCC had marginalised transgender as an equality ‘strand’.  As part of our discussion with registrants on the equality data we collect to help inform our action on any particular group that may be disadvantaged through our processes we will ask about the best way to collect transgender and transsexual information.  
46. With an over representation of females in the social care workforce, including the GSCC workforce, particular attention needs to be given to the needs and impact this has on men.  As a result of this are seeking feedback from men who have recently been employed by the GSCC to help understand what attracted them to the GSCC.
47. As part of the GSCC’s approach to attraction and retention we offer a number of family friendly benefits including flexible working, paid keeping in touch days for staff on maternity leave and generous special leave provisions.
Race

48. Achieving race equality has been a key priority since the GSCC came into being. The GSCC’s role as a regulator must be fair and equitable for all and not result in one group being treated less favourably because of their race or ethnicity; this has particular application in the assessment of internationally qualified applicants.

49. The registrant focus group wondered what role the GSCC could have in monitoring the number of complaints against black social workers.  Gathering equality data and using it to inform our action in areas such as conduct is included in the action plan. 
50. Black and minority ethnic staff are under represented at senior levels in the organisation and few black and minority ethnic staff are taking up training opportunities.  These issues will be considered in the development of our succession and talent management approach.

Religion or belief 
51. The GSCC is committed to meeting the needs of those of different beliefs and faiths, without alienating or insulting others.  Understanding the role faith plays in people’s lives, and as described through the consultation feedback how people can practice their faith in very different ways, (for example Christianity – Jehovah’s Witnesses, Mormonism, Catholicism) is vital to good relations between the GSCC and specific stakeholder groups and individuals. 
52. Awareness and training for staff around the beliefs and values of different faith groups, including agnostic or those without a particular faith or religious belief leads to an understanding of how these groups can be discriminated against.  A specific case study on this has been introduced into our mandatory staff training on equality and diversity.
Sexual orientation

53. Building relations with lesbian, gay and bisexual stakeholders is important for the GSCC to ensure fair and equitable treatment through our processes of registration, making a complaint, being investigated and continuing to enhance our understanding of the issues people who use services face.

54. We have recently amended our change of circumstances form to recognise civil partnerships and we continue to monitor complaints and feedback through our registration process to ensure our services meet the needs of our registrants. 
55. The GSCC also aims to create a working environment where people feel able to disclose their sexual orientation if they wish and their dignity at work is respected.  We consulted with staff on the development of our dignity at work policy which was launched in 2008 along with a campaign to stamp out bullying at work.
Screening and equality impact assessment
56. In August 2007, the GSCC launched an equality screening process.  This process was designed to systematically work through all policies and processes within the GSCC and assesses the impact they had on each of the six strands, identifying evidence for further action.  It is this evidence that forms the basis of our action plan. 
57. A comprehensive toolkit, screening and equality impact assessment template (see details at Annex F), was developed based on existing examples and best-practice guidance from the Disability Rights Commission and Commission for Racial Equality.  A half day workshop was provided to all employees undertaking equality screening and impact assessment along with examples and ongoing support.
58. The majority of our existing policies and processes were screened over a six month period identifying areas of positive and negative impact.  A ranking of high, medium or low impact was used during the screening process to determine whether a full equality impact assessment was required (see Annex G for further details).  Our steering group reviewed the findings of the screening process and the draft action plan.  
59. Where quick action could be taken (e.g. simple changes to an existing letters) this was completed, however, areas of significant impact have been prioritised through the action plan for further information gathering and consultation as necessary.
60. Policies or processes that require further information gathering and consultation are listed in our action plan, along with areas that haven’t yet been screened.  This process highlighted a need for more information to enable users to determine impact and inconsistent involvement and consultation with different groups during policy or process development.  The consultation feedback also highlighted this as an area for improvement.  This is included in the action plan. 

61. The equality impact assessment process has now been mainstreamed into the GSCC project management framework, the Council and Executive Management Team decision taking and reporting processes and the performance reporting process to ensure we continually assess the impact that new or developing areas of work have on different groups.
62. All completed full impact assessments will be published externally.
Equality action plan
63. The action plan is the most critical component of the scheme.  It strengthens our commitment to eliminate discrimination and promote equality of opportunity for each of the six equality groups by setting out the specific activity the GSCC will undertake over the next three years. 
64. The plan identifies specific actions to address inequalities and opportunities for equality for disabled people, people of different ages, religions or beliefs, gender, race and sexual orientation groups and identifies a timeframe for completion.  Following feedback from the consultation some actions have been made more specific and detailed dates have been included.
65. A named team within the GSCC is accountable for every action and this team will be responsible for ensuring progress through our quarterly performance reporting process.  
66. Actions will be reviewed in line with the business planning process every year.
Consultation and involvement
67. Consultation and involvement is central to meeting our mission at the GSCC of keeping people who use services and the wider public interests at the heart of everything we do.  Through ‘Seen and Heard’, our strategy for involving people who use services, the GSCC engages with people who use services in the development of our policies and processes.  As part of this strategy we have developed a process and guidance, in conjunction with our social care partners, on paying people who use services for their involvement with our work and eight principles for involving people who use services and carers.
68. The GSCC uses the term ‘involvement’ as we believe it properly describes the interaction with people who use services and carers which is appropriate to the GSCC’s regulatory role.  In defining the term involvement the GSCC has identified three types of involvement of people who use services and their carers which are relevant to our role:

· involvement designed to influence, advise, direct and validate the GSCC’s policies and services;
· involvement to improve the understanding of people who use services of the GSCC’s regulatory role and how to use our services; and
· direct involvement as a customer of the GSCC’s services.
69. Our Inspection Team, within our Social Work Education Group, has actively championed the involvement of people who use services in their inspection process, demonstrating the valuable benefit their perspective can bring to improving quality of service.  The involvement of social work students in the review and evaluation of Higher Education Institutions performance has also proved invaluable.
70. People who use services come from a variety of diverse backgrounds, but we acknowledge it is often by chance rather than direct action that we gather the views of different groups, e.g. people with learning difficulties, lesbian, Sikh, or Chinese individuals.  Specifically seeking the views of people from different age, disability, gender, race, religion and belief and sexual orientation groups through the development of our work is included in the action plan.  
71. While we have a strong emphasis on involving people who use services we have not focused as much on seeking the views of registrants in the development of our services and this is included in the action plan. 
72. In the development of this scheme the GSCC has held two external focus groups with disabled people, one of which consisted specifically of people who use services (see further details at Annex C).  A wide range of equality perspectives were sought and have been included in the final version of the scheme.  Further information on the feedback provided can be found in Annex A and on the people or organisations that contributed in Annex B.  
73. Our steering group has been involved in development and quality assurance of our equality screening and impact assessment process which shaped our action plan and provided input to the final scheme.

74. We will continue to develop an approach to involving disabled people, people from different ethnic groups, of different genders (including transgender and transsexual people), ages, religious beliefs and faiths and sexual orientation on an ongoing basis to inform the work we do, and seek to do this in partnership with other similar regulators.
75. We recognise that discrimination and disadvantage are compounded for many people because of their age, disability, gender, race or ethnic origin, or because of religious belief or faith matters, or as a result of their sexual orientation.  We will seek a variety of perspectives realising that the diversity of people is itself something we acknowledge and value.
Information gathering
Impact on people who use services and registrants

76. In order to identify the impact a policy or process has on people who use services, registrants, staff or stakeholders it is essential to have an effective, ongoing and relevant monitoring system.  We are committed to the accurate and comprehensive monitoring, so far as is practicable, of our powers and services.  Monitoring is our way of knowing whether a policy is effective and that it promotes equality. 

77. By monitoring, we test for: 

· compliance with our policies and processes;
· other people’s perceptions and experiences of our policies;
· inequalities, investigating and tackling the cause so that barriers are removed;
· whether particular groups are adversely or positively affected; and
· how effectively we provided services to stakeholders according to their different needs.
78. We provide ad hoc reports on the registrant profile and annual reports on the profile of students attending qualifying and post qualifying courses.  Further analysis has been undertaken on this data to identify groups that are not progressing through social work training and to research the barriers to progression.
79. Our equality monitoring data from registrants provides us with a basis to assess the impact our registration and conduct processes have on people from different groups.  Feedback from the consultation process reinforced this.  We currently collect information on race, age, gender and disability from all registrants.  We collect monitoring data on sexual orientation and religion and belief from social work students.  We plan to extend capturing data on sexual orientation and religion and belief data from all applicants so we can assess the impact across all six strands.  This is included in our action plan.
80. Other forms of information can also provide a picture of the impact our processes have on different groups; this may include surveys, use of existing data from other organisations or sources, involvement from stakeholders and consultation responses.  Building up these sources of information is included in our action plan.
81. Where possible, we will integrate the monitoring of equality impact alongside existing monitoring systems and reporting mechanisms and feed information into the equality impact assessment process.
Impact on employees
82. The codes of practice for disability, gender and race equality have a number of employment duties aimed at assessing the effect of the GSCC’s policies and practices on recruitment, development and retention of employees.  The Code of Practice for Race Equality identifies the need to monitor:

· employees in post;
· applicants for jobs, promotion and training;
· employees receiving training;
· employees benefiting or suffering detriment as a result of performance appraisal;
· employees involved in grievance procedures;
· employees subject to disciplinary procedures; and
· employees dismissed or leaving for other reasons.
83. The GSCC collects data on the age, disability, gender and race of all employees through our application process and analyses this annually in accordance with guidance to determine the impact on people from these groups.
84. As a workforce, across the organisation we are under represented in the number of men who work for us and the number of people in the 16-24 and 55+ age groups.  The perceived lack of ethnic diversity among GSCC staff and committee members was raised through the consultation.  Taking forward actions to address the diversity balance is included in the action plan.
Publishing
85. To demonstrate to the wider public we are gathering evidence to inform us of the impact of involving different groups in the development of our work; we will publish key sources of data. 

86. We already make available externally our Social Work Education Quality Assurance Report on the profile of students accessing social work training in England and information on the impact our employment processes have on different groups and our employees’ profile.  
87. Having clear standards for publishing material in different formats and making sure documents are accessible came out of the consultation feedback.  Producing guidance on making information accessible is included in our action plan. 

88. We publish consultation outcomes and involvement work that has taken place as part of a policy development process as part of our approach to good policy writing.  We acknowledge that this information may not always reach the right channels of communication and this is included in the action plan.
89. Full equality impact assessments will be published and we will produce annual updates on the progress on implementing the actions in this scheme as part of our annual reporting process. 

Procurement
90. We understand the role procurement can play in promoting equality of opportunity for different groups and, as an arms-length body, we are committed to ensuring all contractors and suppliers are aware of their responsibilities under the various pieces of legislation.  Promoting equality and valuing diversity in the procurement process is an area of focus in action plan.
Training
91. Our employees, committee and council members must be aware of their responsibilities in constantly assessing and considering the impact of their work on different groups to effectively meet our four commitments (setting an example, providing services that meet people’s needs, attracting developing and retaining a diverse group of staff and working with others to make our services better).  

92. Every one of our employees holds an individual responsibility for meeting the general and specific duties.  We must individually work towards building trust and confidence, be reflective in what we do and ensure we: 

· aim to deliver fair and equitable services tailored to individual needs;
· seek out and learn from feedback;
· acknowledge our shortcomings; and
· strive to improve our practice.
93. In January 2008, we launched a mandatory organisational wide training programme for all managers; this was extended to all employees in May 2008.  This programme has been supported by internal promotion and awareness raising.  
94. Further training will occur to assist managers in supporting employees with complaints under our dignity at work policy and other specialist teams in implementing their responsibilities.  People engaged in the consultation process also wanted to see further equality and diversity training for GSCC staff.  This activity will be mainstreamed into our ongoing organisational wide training programme and this is included in our action plan.
PRIORITIES AND ACTION PLAN

Areas of priority
95. We have highlighted a number of areas throughout this scheme that would benefit from further attention and activity as identified through our equality impact assessment process and feedback from the consultation.  
96. A number of key actions are highlighted under each of our priorities for the next three years.  More detailed evidence of the action we are taking under each of these priority areas can be found in the action plan. 

Information gathering and monitoring
97. We have a number of information gathering mechanisms in place through our registration and social work education services.  The ability to use and develop this information to inform action identified from the screening process underpins the delivery of the action plan and therefore should be a key priority across the GSCC.  We are already using information gathered from Higher Education Institutions through our annual monitoring survey to identify areas for further research, such as the effect of an individual’s diversity on progression through social work training.
98. Over the next three years we will:

· use equal opportunities data from registrants to inform action on:
· improving access to social work education, training and outcomes;
· improving access and outcomes during the registration process (renewals, void applications); and
· improving access and outcomes through the conduct process (including suitability for registration);
· determine the impact the new degree comparator has had on internally qualified applicants applying for registration;


· collect equality information from people who make a referral (complaint) about a registrant to the GSCC and through our student concerns process and the GSCC complaints process to determine the types of people accessing our services; and
· use staff equality data to assess the impact on different equality groups in the application of our secondment, acting-up, flexible working, paternity, adoption, parental leave, study support and local training policies.
Involvement and consultation
99. The GSCC is required under the code of practice for disability equality to involve disabled people in the development of the scheme and consult with race and gender groups in the development of our policies and processes.  
100. As part of the GSCC’s activity on the registration of next groups social care workers and in support of our focus on the personalisation agenda we are committed to carrying out a consultation on the possible registration of personal assistants and will do so in a way which ensures that people who use services, their carers and personal assistants themselves are given an opportunity to influence the outcome. 
101. The GSCC has already taken a number of steps to involve people with learning difficulties, mental illness, children, young people, people whose first language is not English, people from different ethnic backgrounds and older people in our next groups policy work.  This is in addition to the ongoing involvement of people who use services in reviewing the quality and outcomes of social work training at Higher Education Institutions.
102. Over the next three years we will:

· develop a dedicated resource within the GSCC to lead on involvement across all functions, establish a database of contacts and consider how we work with other organisations to effectively reach a wide range of equality groups; and
· include different groups in developing key processes and policy in social work education, conduct and registration, for example the guidance on professional boundaries.
Promotion, communication and publishing
103. Promotion, communication and publishing help us meet our general duty to promote positive attitudes and encourage participation.  They are the tools we use when acting as ‘a champion of a committed workforce’, as set out in our mission statement. 


104. In addition to our regular reporting of information externally, we are required to publish the findings from our equality impact assessment process to encourage transparency and accountability for action.

105. Over the next three years we will:

· produce internal guidance on publishing information in an accessible way with consideration of when it is appropriate, what formats to use and how to do it;
· regularly report on the diversity profile of registrants and staff externally; and
· promote the role of the GSCC to a range of diverse groups through our Outreach team.
Accessibility
106. From the very beginnings of the GSCC, producing material in an accessible way was seen as fundamental.  Our Codes of Practice for employers and social workers are available in 29 languages, with an easy to read version, large print, Makaton sign and symbol.  
107. Prioritising accessibility has an immediate effect on the service people who use services, registrants, staff and stakeholders receive from us and support our mission to ‘work in an open, accessible and inclusive way’.
108. Over the next three years we will:

· update the GSCC website so it meets a recognised standard for access and include the views of disabled people, including those with sensory impairments, in the development;

· undertake an access audit in both our Rugby and London locations and implement outcomes; and

· update our existing style guide, including the standards for writing in plain English, format and layout of information,  and promote it widely through the organisation.
Organisational development
109. This priority supports our aim of developing the capability and confidence of employees to promote, understand and value equality within diversity.  In 2008 a one day equality and diversity workshop was implemented for all managers and staff, along with dignity at work training for managers and an ongoing awareness raising programme which included a campaign in conjunction with ‘ban bullying at work’ day.

110. Supporting this focus we have already achieved the Investors in People Award for our commitment to developing our staff and the Positive About Disability (two ticks) Award for strengthening our processes for employing and supporting disabled people through positive action and reasonable adjustments.
111. The organisation already has a number of family friendly policies and practices in place including generous special leave provisions, flexible working and a study support programme.  The organisation also recognises the value of agency workers through the provision of formal manager feedback and access to development opportunities based on need. 

112. Over the next three years we will:

· deliver specialist training to support promoting equality and valuing diversity objectives; 

· implement a childcare voucher scheme; and
· take account of the needs of under represented groups through the future leaders and succession management programme.

Reporting progress and ongoing equality impact assessment
113. The GSCC internal business planning and quarterly performance reporting process provides the mechanism to regularly report progress on equality actions and provides information to publicise the work we have undertaken to improve the delivery of our services for different groups.
114. Existing internal processes (project management framework, performance reporting, policy development template and the change control process) enable equality related actions arising from new areas of work to be identified early in the development stages.

115. Over the next three years we will:

· report annually on the progress we have made in implementing our equality actions through our annual report; and

· take forward full equality impact assessments on a number of key GSCC policies including our Codes of Practice, the Post Registration Training Learning (PRTL) review, conduct Professional boundaries guidance, social work training rules, next groups communication strategy and GSCC internal succession management policy.
Reviewing equality tools and processes
116. We intend to review the effectiveness of the tools and processes we have embedded to date to support the ongoing delivery of the scheme and action plan.  This work will further enhance the mainstreaming agenda and ensure outcomes are appropriate and proportionate.
117. Over the next three years we will:


· revise the existing equality impact assessment process to ensure it is fit for purpose and helpfully signposts people to sources of further information, for example when considering the impact on transgender, transsexual people.

Progress to date 
118. While the action plan identifies areas for further improvement, the GSCC has already taken action across a number of processes and policies to eliminate discrimination, promote equality of opportunity and involve different groups, including:
· a request to the Department of Health to repeal the health requirement as part of the criteria for registration in the Care Standards Act;
· producing a dignity at work policy and promoted the responsibilities all employees have in eliminating harassment, bullying and discrimination in the workplace;
· producing guidance on payments for people who use services to promote involvement in the development of our work;
· equality screening the majority of our policies and processes and identified areas for further positive promotion and action to eliminate potential discrimination.  A full equality impact assessment was completed prior to the introduction of the new social work degree comparator for internationally qualified social work applicants;
· training managers and staff on their responsibilities around promoting equality and valuing diversity legislation through a case study approach; and
· reviewing the equality monitoring data we capture through our application forms and our capability to report against these, and made recommendations for extending fields.
119. We will continue to work on promoting equality of opportunity and positive attitudes, eliminating discrimination and harassment, encouraging participation and involvement and taking positive steps to take account of an individual or group’s diversity through our action plan.

How will we know we are promoting equality and valuing diversity?
120. To effectively embed this thinking into our every day work, we need to have a number of mechanisms to report on progress and promote what we have achieved.  These include:
· teams reporting their progress on the scheme’s action plan quarterly  through the GSCC’s performance reporting framework;
· team priorities take into account the need to impact assess, involve and consult, gather information and monitor impact on different equality groups;
· service managers considering these actions when determining resource allocation in the business planning process;
· ongoing equality impact assessment measured through the performance reporting process and evidenced by completed equality impact assessments published on the website;
· annual reporting of progress on the scheme;
· discussion during employees’ performance appraisals on action individuals are taking to promote equality and value diversity; and
· checking our progress against the action plan every year.
121. As the social care workforce regulator we are constantly measuring and assessing our performance across a range of service delivery indicators.  Until we have established equality data gathering and reporting mechanisms in the GSCC, it is difficult to determine suitable indicators to assess our progress across all GSCC functions.  However as a result of implementing the scheme we would expect to have:

· evidence of increased representation from equality groups in our involvement and consultation activity;
· evidence of an increasingly diverse profile among GSCC staff; and 
· people who use services, registrants, staff and stakeholders able to access key GSCC information in a format that meets their needs.
Review and annual reporting
122. The scheme will need to evolve and to be flexible without losing any commitment to achieving specific actions within published deadlines.  It is our intention to review our scheme every three years after the date of implementation. In addition, we will provide annual updates on progress which will include a summary of:
· the results from our performance reporting framework on implementing our action plan and any further action undertaken that was not identified in advance; and
· consideration of the relevance to the areas of focus.
Future considerations
123. It is possible that beyond the time when our scheme is completed and published and the review and update process is in place, other diversity areas will require specific legislative action, or the work of the Equality and Human Rights Commission may change what is required in an equality scheme. We will take account of any such factors and respond to them as appropriate.
EQUALITY ACTION PLAN
The following aims, strands and terminology are used in the action plan:
	1.
	GSCC strategic aims:

· Aim 1 – to develop and maintain a comprehensive and up-to-date register of social care workers 

· Aim 2 – to develop and enforce professional standards of conduct and practice in order to improve services and public protection;
· Aim 3 – to ensure high quality training for social workers and continuous assessment of the continued relevance of social work education and training to practice;
· Aim 4 – to develop and maintain a strategic leadership role in social care working with partner organisations as a modern regulator; and 

· Aim 5 – to ensure the organisation is fit for purpose and able to adapt to change.

	2.
	Equality strands: age, disability, gender, race, religion or belief, sexual orientation

	3.
	GSCC terminology: 

Head of Social Work Education, responsible for ensuring high quality training
Head of Conduct, responsible for developing and enforcing professional standards of conduct and practice
Head of Registration, responsible for developing and maintaining a comprehensive and up to date register of social care workers
Head of Policy Development, responsible for the development of policies across the organisation
Head of Corporate Communications, responsible for public affairs, public relations, marketing, stakeholder and media relations, publishing, consultation, online and internal communication
Head of Quality and Business Efficiency, responsible for ensuring registration and conduct services are delivered to high standards and people who use services, registrants and stakeholders receive a high quality service
Head of Human Resources, responsible for the development of people, ensuring fair and equal treatment 
Finance Manager, responsible for the management of the GSCC’s financial resources
Office Services and Support Manager, responsible for managing the facilities of the GSCC including meeting rooms and equipment
Information Technology Manager, responsible for information technology infrastructure, support and development


	How we will achieve our information gathering priority at the GSCC



	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Policy Development Team
	Aim 1,2,3
	Head of Policy Development
	Analyse the reasons why we have not responded to more consultations from the third sector 
	Understand if we have bias in this process
	31 March 2010
	All

	Policy Development Team; Corporate Communications supported by 
Social Work Education 
	Aim 1,2,3
	Head of Policy Development; and

Head of Social Work Education
	Review and decide whether to hold a database to record people who have engaged with us and collect their equal opportunities data
	We can evidence the people we have involved providing established contacts for future involvement work
	31 March 2010
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Continue work on student progression analysis and identify how Higher Education Institutions are promoting equality of opportunity for disabled students taking account of research findings related to the progression of students from different groups


	All students including those who are shown to progress more slowly are supported to reach their potential
	31 March 2010
	Disability, race, gender, age

	Human Resources Team
	Aim 5
	HR Manager
	Analyse exit survey questionnaires to identify themes from different groups
	Provides evidence of barriers in retaining different groups
	31 March 2009
	All

	Quality Business Efficiency Group
	Aim 1
	Head of QBE
	Monitor internationally qualified refusals by different groups
	Identify if there is an impact on any particular group
	31 March 2009
	Race, All

	
	
	
	
	
	
	

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Social Work Education Team
	Aim 3
	Head of Social Work Education
	Review Higher Education Institution monitoring data to establish whether they are meeting equality obligations
	Higher Education Institutions are delivering their services in accordance with the legislation
	31 March 2010
	All

	Corporate Communications Team
	Aim 1,2,3
	Head of Communications; 
	Review and decide whether to monitor requests for GSCC information from different groups
	We provide information that meets the needs of different groups
	31 March 2010
	Disability

	Social Work Education Group; 

Conduct Team; and

Registration Team
	Aim 1,2,3,4
	Head of Social Work Education; Conduct Manager; and

Head of Registration
	Collect a range of equal opportunities data from students and registrants to inform action on 

· improving access to social work education, training and outcomes

· improving access and outcomes during the registration process (renewals, void applications)

· improving access and outcomes through the conduct process (including suitability for registration)

and consider appropriate channels for publishing and use
	Provides evidence of areas of potential discrimination to act on
	31 March 2009 (Social Work Education) 31 March 2010
	All

	Social Work Education
	Aim 3
	Education Supports Grant Manager;
	Amend the social work education customer information exchange satisfaction survey to include equality information
	All interested people are able to attend the information exchange events, and the information provided is clear and accessible
	31 March 2009
	All

	Human Resources
	Aim 5
	Head of Human Resources
	Include questions on equality and diversity in the staff climate survey
	The GSCC can assess their performance 
	31 March 2009
	All

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Quality Business Efficiency Group
	Aim 1,2,3
	Head of QBE
	Collect equal opportunities data from people complaining about the GSCC to inform improvements
	Provides evidence of areas of potential discrimination to act on
	31 March 2010
	All

	Registration
	Aim 1
	Head of Registration
	Include equal opportunities forms in the renewal applications to enable data refresh
	Registrant equality data up to date
	31 March 2009
	All

	Conduct Team
	Aim 2
	Head of Conduct
	Review the referral (complaint) form with a view to improving accessibility and incorporate collection of equal opportunities data from referral source.


	Provides evidence of areas of potential discrimination to act on and ensures form accessible to different groups
	31 March 2010
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Review and decide on the collection of equal opportunities data from students complaining to the GSCC
	Provides evidence of areas of potential discrimination to act on
	31 March 2010
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Monitor information from Higher Education Institutions on practice placement settings.  Review categories to determine whether further information is necessary
	Students have experience in working with people who use services from a variety of backgrounds
	31 March 2009
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Carry out analysis on grants to voluntary organisations using information currently held to gain information regarding students being supported
	Ensure all groups have equal access to funding to support them through a social work degree/ masters programme
	31 March 2009
	Age, Disability, Gender, Race

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Review Higher Education Institution (HEI) monitoring data to establish whether HEIs are meeting equality obligations
	Evidence of areas for improvement to promote diversity and equality
	31 March 2010
	All

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Quality Business Efficiency Group
	Aim 1
	Head of QBE
	Use registration feedback forms to assess impact of registration processes on different groups and seek feedback on perceptions of registration to inform improvements
	Provides evidence of areas of potential discrimination to act on
	31 March 2010
	All

	Quality Business Efficiency Group
	Aim 1,2,3
	Head of QBE
	Propose changes to fields in OSCAR (registrant database) to capture equal opportunities data
	Ability to report on impact on different equality groups
	31 March 2009
	All

	Human Resources Team
	Aim 5
	Head of Human Resources
	Gather further data on the take up of secondment/acting up opportunities, flexible working, paternity, adoption and parental leave and study support and local training across different equality groups.  Look at the proportion of staff vs manager training available.
	All processes are free from bias and processes promoted in areas of low take up
	31 March 2010
	All

	How we will achieve our involvement and consultation priority at the GSCC



	Policy Development Team
	Aim 1,2,3
	Head of Policy Development
	Build considerations to involve different groups into all policy consultation/involvement events
	We actively engage with a range of diverse stakeholders 
	31 March 2009
	All

	Policy Development Team/Human Resources Team
	
	Head of Policy Development, Head of Human Resources

	Develop a dedicated unit within the GSCC to lead on involvement and continue to promote equality and diversity


	GSCC has the resource to support teams to effectively involve and consult with a range of diverse groups
	31 March 2009
	All

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Policy Development Team
	
	Head of Policy Development
	Explore working with other representative bodies as part of the service user involvement strategy
	The GSCC is able to reach a wide range of diverse groups
	31 March 2010
	All

	Corporate Communications Team
	Aim 1,2,3
	Head of Communications
	Promote the involvement of different equality groups at events, in research and communications development activity including the web review, survey on different communications methods, personalisation agenda and views on care.
	The approach taken meets the needs of our diverse customer base
	31 March 2009
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Promote the involvement of different equality groups in the social work regulation review


	The approach taken meets the needs of our diverse customer base
	31 March 2010
	All

	Facilities
	
	Facilities Manager
	Consult with staff from different groups on accommodation and equipment changes
	The approach taken meets the needs of our staff group
	31 March 2009
	All

	Conduct Team Registration Team
	Aim 1,2,4
	Head of Conduct; Head of Registration
	Promote the involvement of different groups in developing key processes and policy in conduct and registration, for example the guidance on professional boundaries
	The approach taken meets the needs of our diverse customer base
	31 March 2010
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Involve service users in inspection processes for qualifying and post qualifying courses 
	Improved outcomes for students
	2009-10
	All

	How we will achieve our  promotion, communication and publishing priority at the GSCC



	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Policy Development Team
	Aim 4
	Head of Policy Development
	Seek events and conferences with a greater range of organisations including small user-led organisations to promote the work of the GSCC
	Greater awareness of the role of the GSCC among different groups
	2009-10
	All

	Quality Business Efficiency
	Aim 1,2,3,4,5
	Enquiries and Complaints Manager
	Consider the channels used to promote the GSCC complaints process to people who use services, registrants and stakeholders
	External people are aware of how to make a complaint about the GSCC
	31 March 2010
	All

	Quality and Business Efficiency
	Aim 4
	Outreach Manager
	The outreach team meets with different equality groups
	We actively promote the GSCC to a range of diverse stakeholders
	31 March 2009
	All

	Corporate Communications Team
	Aim 1,2,3,5
	Head of Communications
	Produce guidance for all GSCC staff on making information accessible with clear standards about when and how this happens
	Employees use appropriate formats when publishing information
	31 March 2009
	Disability, race

	Policy Development Team; and

Social Work Education Group
	Aim 1,2,3
	Head of Policy Development; and

Head of Social Work Education
	Publish outcomes in accessible formats from consultation/involvement events externally
	Different groups can see we actively involve people in our work and this has an impact on what we deliver
	2009-10
	All

	Social Work Education Group
	Aim 3,4
	Head of Social Work Education
	Promote the Social Work Education Quality Assurance Report to different groups
	Information can be used as a resource for action
	31 March 2010
	All

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Corporate Communications Team
	Aim 1,2,3,4
	Head of Communications
	Ensure design work reflects positive diversity images
	Promoting positive attitudes towards different groups
	2008-09
	All

	Social Work Education Group
	Aim 3, 4
	Head of Social Work Education
	Examine access barriers and encourage greater diversity in recruitment by encouraging employers to ‘grow their own’
	People from under represented groups are supported in developing a career in social work
	31 March 2010
	All

	Registration
	Aim 1,4
	Head of Registration
	Include equality information in the report on the makeup of registrants
	Demonstrates the diversity of the registrant profile
	31 March 2009
	All

	Corporate Communications Team; Business Development
	
	Head of Corporate Communications; Business Development Manager
	Ensure the annual report, corporate plan and other reporting mechanisms promote the work of the GSCC on equality and diversity and are accessible
	External people can track the progress the GSCC is making
	31 March 2010
	All

	How we will achieve our accessibility priority at the GSCC


	Corporate Communications Team
	Aim 1,2,3,5
	Head of Communications
	Revise the corporate style guide and promote internally
	GSCC documents are easy to read and written in plain English.
	31 March 2009
	All

	Corporate Communications Team, Information Technology Team
	Aim 1,2,3,5
	Head of Communications; Head of Information Technology 
	Website meets recognised standard for access and the views of disabled people including those with sensory impairments are included in its development.  Language and access needs are considered in the development of the extranet and telephony system
	Channels of communication are accessible to all stakeholders
	31 March 2010
	Disability, race

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Conduct
	Aim 2,4
	Head of Conduct
	Research options to support people with different needs through the conduct referral and investigation process and decide on the best approach
	All groups are able to make a complaint about a registrant and witnesses are able to contribute fully through conduct investigations


	31 March 2009
	All

	Registration
	Aim 1
	Head of Registration
	Review e enablement software for online registration to ensure it is Disability Discrimination Act compliant
	Online registration is accessible to users
	31 March 2009
	Disability

	Registration
	Aim 1
	Head of Registration
	Ensure wording on all external registration information states that the information is available in different formats on request.
	Potential registrants are able to apply to us in their preferred format
	31 March 2010
	Disability, race

	Human Resources Team
	Aim 5
	Head of Human Resources
	Ensure the new Human Resources Management Information System is accessible for all users
	All employees can use the functions they require
	31 March 2010
	All

	Corporate Resources Directorate
	Aim 5
	Director of Corporate Resources
	Test current business continuity plans for disabled people and undertake appropriate actions


	The needs of disabled staff and members of the public are taken into consideration in the event of an emergency event.
	31 March 2010
	Disability

	Finance
	Aim 5
	Finance Manager
	Ensure the GSCC payment process is accessible, review turnaround times
	People are not disadvantaged through the payment process
	31 March 2010
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Ensure that consideration is given to accessibility when booking venues for ‘information exchange days’
	Anyone wishing to access an information exchange day is able to do so easily
	31 March 2010
	Disability, religion or belief, gender

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Finance
	Aim 5
	Head of Finance
	Ensure appropriate budget provision for making reasonable adjustments
	Disabled staff are able to contribute fully 
	31 March 2009
	Disability

	Human Resources
	Aim 5
	Head of Human Resources
	Develop ways to improve communication with people on long term sickness absence
	Staff including disabled staff are supported
	31 March 2009
	All

	Human Resources
	Aim 5
	Head of Human Resources
	Test availability of different formats of information through the recruitment process
	Potential applicants are able to access information in their preferred format
	31 March 2010
	Disability

	Human Resources
	Aim 5
	Head of Human Resources
	Undertake research to identify potential barriers in different groups applying to vacancies and consider how to attract different groups
	More applications are received from under represented groups 
	31 March 2010
	All

	Human Resources Team; and

Facilities Management
	Aim 5
	Head of Human Resources
and

Head of Facilities Management
	Implement process for reasonable adjustments and home workers
	Disabled employees are supported in achieving their full potential
	2008-09
	Disability

	Facilities Management
	Aim 2,5
	Head of Facilities Management
	Undertake an accessibility audit at both locations
	Disabled people are not disadvantaged
	31 March 2010
	Disability

	Facilities Management
	Aim 2,5
	Head of Facilities Management
	Review current provision for hearing/induction loops in Myson/Goldings House and take action as necessary
	Disabled people are not disadvantaged 
	31 March 2009
	Disability

	Facilities Management
	Aim 2,5
	Head of Facilities Management
	Create a provision for a multi use room in both locations
	Breastfeeding mothers and people of different faiths feel comfortable at the GSCC
	31 March 2009
	Gender, religion or belief

	How we will achieve our organisational development priority at the GSCC



	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Legal Services; Conduct
	Aim 1,2,3,5
	Head of Legal Services; Head of Conduct
	Ensure all external legal advisors and conduct independent investigators have appropriate knowledge of E&D issues and GSCC responsibilities to act as partners in delivery and protect the organisation from claims
	The legal advisers consider equality impact in all decision making processes
	2008-09
	All

	Human Resources
	Aim 5
	HR Manager
	Implement child care vouchers
	GSCC is an attractive employer
	31 March 2009
	

	Human Resources
	Aim 5
	HR Manager
	Undertake an audit to ensure all managers have had performance management training.  Include examples of bias in performance management training.
	All staff are being assessed in a fair and consistent way
	31 March 2010
	All

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Human Resources
	Aim 5
	HR Manager
	Implement actions from the 2007-08 employment equality monitoring report including, understanding disparities in the recruitment process, low take-up of training in particular equality groups, using the data from the analysis of exit interviews and the climate survey to understand high turnover in particular equality groups and consider the opportunity to positively promote equality groups through the succession management programme
	Staff from different equality groups have the same opportunities and GSCC takes forward actions to address issues
	31 March 2010
	All

	Human Resources
	Aim 5
	HR Manager
	Review use of trained job evaluators in line with the Transforming Human Resources project
	Jobs are evaluated in a consistent fair way.
	31 March 2010
	All

	Human Resources
	Aim 5
	HR Manager
	(1) Review stress management guidance.  (2) Investigate an Employee Assistance Programme provider and review the existing Occupational Health provider.
	The GSCC is a positive, supportive place to work free from bullying and harassment
	(1) 31 March 2010 (2) 31 March 2009
	All

	Human Resources
	Aim 5
	HR Manager
	Deliver specialist training to support promoting equality and valuing diversity objectives
	Employees knowledgeable about how to support different groups in their particular role
	31 March 2009
	All

	How we will achieve our reporting progress and ongoing equality impact assessment priority at the GSCC



	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Conduct Team
	Aim 2
	Head of Conduct
	Screen all remaining Conduct policies and processes
	Identify areas of potential discrimination or opportunities for positive promotion for further action
	31 March 2011
	All

	Conduct Team
	Aim 2
	Head of Conduct
	Complete an equality impact assessment on key conduct policies including indicative sanctions, venues for committee hearings, independent outworkers manual, professional boundaries guidance and conduct rule changes
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2011
	All

	Conduct Suitability Assessment Service
	Aim 2
	Suitability Assessment Service Manager
	Undertake an equality impact assessment of policy on considering employment, study and sabbatical history consider grounds for discrimination
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	Policy Development
	Aim 1,2,3
	Head of Policy Development
	Complete an equality impact assessment on the Post Registration Training Learning Requirement (PRTL)
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	Social Work Education Group
	Aim 3
	Head of Social Work Education
	Ensure revisions to the Department of Health and Department for Children, Schools and Families requirements for social work training are equality impact assessed
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Corporate Communications Team; and

Policy Development Team
	Aim 2
	Head of Communications; and 

Head of Policy Development
	Complete an equality impact assessment on the Codes of Practice for social workers and employers
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	Social Work Education
	Aim 3
	Head of Inspection; Head of Social Work Education
	Complete an equality impact assessment on social work training rules
	Address areas of potential discrimination or opportunities for positive promotion
	31 September 2009
	All

	Human Resources Team
	Aim 5
	HR Manager
	Undertake an equality impact assessment on probation, induction, attendance, training policies and succession management work
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2010
	All

	Quality Business Efficiency Group
	Aim 1
	QBE Manager, IRS Manager
	Complete an equality impact assessment for the international qualification fraud policy
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	Corporate Communications Team
	Aim 1,2,3
	Head of Communications
	Complete an equality impact assessment on the Next Groups communications strategy
	Address areas of potential discrimination or opportunities for positive promotion
	31 March 2009
	All

	

	

	

	

	How we will achieve our reviewing equality tools and processes priority at the GSCC



	Team
	GSCC aim*
	Responsibility
	Action
	Impact
	By when
	Equality strand*

	Policy Development Team; and

Registration Team
	Aim 1,2,3
	Head of Policy Development; and

Head of Registration
	Mainstream equality impact assessment through the policy template and change control process
	Impact on different equality groups is considered at all stages of policy or process change
	2008-09
	All

	Human Resources
	Aim 1,2,3,5
	HR Manager
	Review the effectiveness of the equality impact assessment process 
	Equality impact assessments are produced and used to improve process or policy
	2008-09
	All


ANNEX A – Themes from the consultation on the draft scheme
The draft Scheme was launched on 25 July 2008 and the consultation period closed on 24 October 2008. The draft Scheme was sent to over 220 organisations who have an interest in either the social care sector (people who use services, third sector organisations, employers, Higher Education Institutions) and/or an equality perspective. 

People were encouraged to provide feedback on the questions below through a feedback form available online or via hard copy.

· Do you have any overall comments on the Scheme, including any suggestions for how it could be improved?

· Do you agree with the areas of focus identified in the Scheme?  Are there other areas we should be prioritising?  

· Are there any additional actions you would like to see included in the action plan?

· In the future, what are the best ways for us to ask you what you think about our work at the GSCC?

· What information would you like to see from the GSCC and where would you want to find this?

· Do you have any other comments about how the GSCC can eliminate discrimination and promote equality?

Specific invites to attend the focus groups were sent to a range of social care sector and service user led organisations, to a sample of registrants off our database and to registrants who had previously indicated they would like to provide feedback to the GSCC.  The focus groups were promoted widely to staff through posters, emails, our internal newsletter and internal groups such as Leadership Team and the Equality and Diversity Steering Group.

A list of the organisations or individuals who responded to the consultation either via the feedback form or focus group can be found in Annex H.

At the end of the consultation period:

13  responses were received through the feedback form available online or in hard copy

7 general responses were received

Focus groups
Focus groups were independently facilitated by Jan Walmsley, an experienced facilitator and held in London and Rugby at the GSCC offices.  Attendees were reimbursed for expenses and people who use services were paid for their attendance in line with our payment policy.

6 people attended the staff focus group held on 19 September

9 people attended the stakeholder focus group held on 3 October

8 people attended the people who use services focus group held on 13 October

10 people attended the registrant focus group held on 17 October

1. Overall positive comments on the Scheme 

· A number of comments were received about how user friendly the easy to read version was and people felt the Scheme overall was comprehensive.  The Association of Directors of Adult Social Care commented ‘appropriately wide ranging covering all key functions and roles of the GSCC’, specific feedback from the focus groups included ‘laudable’ (stakeholders) and ‘excellent’ (people who use services).

· A Social work lecturer was pleased to see mental health get a specific mention and the Sexuality Symposium commented ‘good to see that the ‘six strands’ are to be given equal priority’.


· The stakeholder focus group welcomed that the GSCC is putting resource into equality and diversity and adopted the social model of disability.


· The stakeholders, people who use services and registrants focus group appreciated the opportunity to share their views through the focus group and people who use services valued the service user payment policy.
2. Areas in the Scheme that could be improved

· The stakeholder group wanted to see the GSCC clarify where equality and diversity sat within the organisation’s strategic objectives demonstrating strong senior leadership commitment through governance arrangements.
When reviewing the document it was apparent that the links between equality and diversity and the GSCC’s mission had not been made very clear, further the governance arrangements could have been set out more clearly.  The scheme has been strengthened to take account of the feedback from the stakeholder group.

· A number of comments from the feedback form suggested the priorities in the scheme and layout could be clearer ‘the full version could be written in a more accessible way to avoid repetition and ensure that priorities (and how they are achieved) are clearly conveyed and understood by all stakeholders’ (Association of Directors of Adult Social Services).

The final scheme has been divided into three sections to provide more emphasis to the areas of priority and action plan.  The areas of priority have been strengthened with specific examples of key actions the GSCC have committed to take forward over the next three years.
· The stakeholder focus group wanted the GSCC to commit to a timetable and process for reporting back progress on the Scheme actions, ensuring these actions were measureable with clear accountability and timeframes.  A reoccurring comment through the feedback form responses was ‘short on measurable and stretching targets associated with a timeline’ (comment from a social work lecturer).  A suggestion was made to show 31/12/09 instead of 2009/10 in the action plan.

The action plan in the draft Scheme has been reviewed and timeframes updated where teams have been able to commit to action with a defined date.  Some of the more ambiguous actions (involve different groups for example) have been made more explicit.  The dates have changed to the format suggested above.

· Agender (support network for transsexual, transgender and intersex staff in the civil service), the staff and people who use services focus groups felt that gender identity had been marginalised in the Scheme, while Skills for Care recommended the GSCC considers people with skills for life, including the needs of English Speakers for Other Languages (ESOL).  A social work lecturer felt that class had been missed as a ‘strand’ and a GSCC committee member felt that the inequality of social economic discrimination should be considered.  A GSCC team felt that recognition for those without religious beliefs needed to be respected in addition to those with religious beliefs and Through the Roof wanted the GSCC to consider the inequality of treatment of people because of their faith.

The Scheme has been reviewed considering transgender and transsexual discrimination and a number of actions (including strengthening the equality impact assessment toolkit and asking social work registrants about the inclusion of transgender in equality monitoring) will be taken forward to ensure that thinking about the involvement of and consideration of issues transgender or transsexual people face will be incorporated into our work.  The GSCC recognises that other factors such as class, being an English speaker of another language can be a barrier to accessing GSCC services and work is happening through our next groups programme to consider these issues.  Stronger emphasis in the scheme has been given to recognising those without a religion or belief, and the inequality that can result from belonging to a faith group.  These considerations will be taken forward in the review of the GSCC’s equality impact assessment toolkit.

· A number of people felt the scheme failed to recognise the interactions between the different equality issues and the conflicts that may occur and note that achieving equality can be a balancing act where for example ‘there may be good reasons to have upper and lower age limits in certain contexts’ (Senior Lecturer and Programme Director for the Social Work degree).
This has been taken forward in the scheme and an example provided of the way in which the GSCC balances these considerations in day to day practice.
· There was concern from the people who use services and registrant focus group and a number of people through the feedback form about some of the language used in the document, mental health impairment, learning impairment, acronyms and consistency of language, for example religion and religious belief, religion and faith.

The document has been reviewed in light of the comments above and amendments made.

· A number of queries around the makeup of the GSCC workforce came out of the stakeholder and registrant focus groups and through the feedback forms.  There was a suggestion that ‘further information could be provided to demonstrate the current profile of the GSCC workforce, helping to show the action plan meets an apparent need’. (GSCC Committee member)
The key areas of underrepresentation are addressed in the Scheme.  The GSCC’s annual employment equality monitoring report captures a more detailed analysis of the makeup of the workforce and specific actions being taken forward to address findings.  The report can be found on the GSCC’s website www.gscc.org.uk/equalityanddiversity.

· The staff focus group and a GSCC team felt greater emphasis could be given to the GSCC’s family friendly policies, the focus group also thought mention of the generous leave provisions, study support and positive treatment of agency staff should also be highlighted.  

Greater emphasis of these areas has been given in the Scheme.

· The registrant focus group wanted to see the actions relating to registrants compared to staff made more explicit.
The action plan already indicates the team responsible for the implementation of the action.  A table has been added to the action plan explaining the role of different teams in the GSCC.


· The Association of Directors of Adult Social Services wanted to see the GSCC take greater account of the personalisation agenda through the proposed areas of focus such as ‘information gathering and monitoring, involvement and consultation, organisational development, reviewing equality tools and processes’.
The GSCC is committed to carrying out a consultation on the possible registration of personal assistants, who lie at the heart of the personalisation agenda enabling personal assistants and carers along with people who use services to influence decisions on possible registration. 
3. Comments on the areas of priority


There was broad agreement from all respondents both in the focus groups and through the feedback form to the areas of focus outlined below.  

There were a number of areas within these priorities that people wanted to see progressed and as a result of the feedback a number of actions have been included or strengthened in the action plan.  Broadly these are: 
· use GSCC registrant equality information to determine if our practices to register social workers, take referrals forward and investigate allegations of misconduct are impacting on any particular equality group;


· produce guidance for all GSCC staff on making information accessible with clear standards about when and how this happens;
· deliver specialist equality training for our front line staff in communicating with different people;
· develop a dedicated unit within the GSCC to lead on involvement and continue to promote equality and diversity; and
· share progress on the equality action plan through the GSCC annual reporting process.

Feedback on all of the areas of priority will be shared within the GSCC and will contribute to teams’ future thinking about the delivery of their actions.

3.1 Information gathering and monitoring
· The registrant focus group wanted the GSCC to consider the role they could play in monitoring and influencing access to training, the equality impact of employer actions and strengthening the employer code of practice.
3.2 Involvement and consultation
· The staff focus group wanted to see a strategy for involvement of people who use the services across the whole organisation with agreed rational, earmarked resources with Directorates reporting their progress. 


· A greater focus on the involvement of people who use mental-health services and parents and people with learning difficulties and other groups who are most affected by the actions of social workers was recommended by the people who use services focus group.


· Responses through the feedback form indicated that email was the best way of asking people what they think about our work at the GSCC.  Other suggestions included: public debates, questionnaires in trade papers, systematic questionnaires for all conferences with the public, surveys on the intranet, encouraging people who have used our services to evaluate it, group discussions, focus groups.  Both the people who use services focus group and a feedback respondent wanted to see focus groups held throughout England.


· The people who use services’ focus group wanted the GSCC to work with other organisations to improve networks and ensure involvement of a wide range of groups.

3.3 Promotion, communication and publishing
· The following responses were provided to the question what information would you like to see from the GSCC and where?’  Regular email bulletin, intranet, progress on workforce training on the website, dignity at work policy, information on how the GSCC can help, the services they (GSCC) provide and contact details.  ‘The easy to read material is extremely helpful and saves a lot of time’ (National Society for Epilepsy).  


· A Senior Lecturer and Programme Director for the Social work degree wanted to see information about criteria used to register/re-register people who declare disabilities, physical or mental health problems through the web and in registration/re registration documentation.

· A GSCC Committee member wanted to see information on the makeup of the GSCC workforce.  The Association of Directors of Adult Social Care Services commented ‘information about registrations, qualifying students and conduct is immensely helpful to employers and policy makers, this benefit will only increase once domiciliary workers are registered’.

· Through the Roof suggested making use of organisations such as theirs to support the message when appropriate.

3.4 Accessibility
· One feedback respondent wanted the GSCC to use the knowledge that is gained through the recruitment process about disability to support employees.  Another person wanted to know that risk assessment and management of health and safety for disabled home workers was happening.

· The inconsistent application of policies and practices within the GSCC was raised both through the staff focus group and feedback form.  There was concern around the lack of access to training and different applications of the probation policy and performance management framework were cited as examples.

· The staff focus group suggested the GSCC could complete an audit of existing documentation to determine what is available in different formats, provide guidance on minimum standards of access, ensure consistent use of plain English in internal and external communications and undertake a review of the website.  The registrant focus group also wanted to see information available in a range of formats.


· The people who use services’ focus group wanted to see an improvement in the standard of accessible information ‘the pictures don’t always represent what the words mean’.

· Registrants wanted to see the GSCC setting standards and monitoring the consistency of responses to registrants.  Ensuring that people are informed of progress if a prompt response is not possible.  A suggestion for how this could be improved was to implement training for GSCC staff.

3.5 Organisational development
· A GSCC staff member felt that ‘more needs to happen to challenge ‘hidden’ elements of discrimination’.
· The staff focus group felt the GSCC needed to develop strategies to support existing staff to grow within the organisation and report on these.  This might include analysing information, considering opportunities for mentoring by senior staff, reviewing the availability of leadership training opportunities and having a simpler application process for existing staff. 

3.6 Reporting progress and ongoing equality impact assessment
· A number of people through the feedback form and the focus groups wanted to see the GSCC give greater explanation as to how progress was going to be monitored ‘say what you will do by when and explain how and when you will report back’ (recommendation from the people who use services focus group). 

3,7 Reviewing equality tools and processes
· The use of benchmarks came up in a number of the focus groups and through the feedback form, people wanted to see the GSCC benchmarking against external good practice to ensure tools and practices are effective.
 
Issues arising outside of scope of the areas of priority 


· A number of people through the feedback form and focus groups wondered what role the GSCC might have in supporting social care workers dealing with prejudice from their clients.  ‘There needs to be a focus on social work students entering the profession who may be less experienced and need support’ (National Society for Epilepsy).
· There was some concern from both the feedback form and the registrant focus group about the GSCC removing the health requirement without other measures in place.  One comment from an Expert by Experience ‘it seems unwise to remove the health requirement from registration on block from the workforce without some caveat as to the limitation of employment.  For example a wheelchair user being required to visit a recipient at home in a high rise building with no lift’.
· The registrant focus group wanted the GSCC to consider their role in enabling access to health services for people who use services who do not ‘fit’ the major categories (disability, mental health etc).

ANNEX B – Respondents to the consultation

Feedback form respondents
· Through the Roof

· Social Work University Lecturers

· Agender

· Skills for Care

· GSCC staff

· GSCC team

· Counselling student

· Autism adviser

· Anonymous

· GSCC committee members

· National Society for Epilepsy

· Expert by Experience, Help the Aged

· Expert by Experience

· Symposium (70 social work and allied academics, researchers, practitioners, students and service users with interests in sexuality issues)
· Association of Directors of Adult Social Services

Focus group attendees
· SCOPE

· Olga (Older Lesbian and Gay Association)

· Shaping our Lives

· Change

· Unison National Black Committee Member

· GSCC Committee members

· Help the Aged

· Social Care Institute for Excellence Partners Council

· Crossroads Caring for Carers

· Alzheimer’s Society

· British Association of Social Work

· GSCC staff

· Social work lecturer, teacher

· NHS based social workers in a variety of settings including mental health, deaf and sensory, Asperger’s syndrome and learning difficulties

· Social work student

· Social work consultant

· Team manager, fostering
· Social work and social care learning and development manager
Diversity profile of respondents (those that chose to indicate a response from an equality and diversity monitoring sheet both in focus groups and from the feedback form)
About You

3 people who use social care services 
2 social worker
1 social work student

1 counselling student

1 independent consultant
2 informal carer (friend, family or advocate)

1 trade union
3 GSCC employee

1 Policy officer
1 Committee member
1 Lecturer on a social work programme

2 Social care employer
1 CEO of Through the Roof Charity


Gender

13 Female

6 Male

0 Transgender

Age

0 16-24

7 25-34

2 35-44

4 45-54

6 55+

Sexual Orientation

17 Heterosexual

0 Lesbian/Gay

2 Bisexual

0 Prefer not to say
Religion or belief

13 Christian

4 None
1 Jewish

1 Humanist

1 Pagan

Ethnicity
13 British
1 Black or Black British Caribbean
2 Caribbean

2 African

1 Indian

1 African/Caribbean/White/Irish/Indian


Consider yourself disabled

5 Yes

14 No

Type of impairment
2 Physical
3 Mental health 
1 Sensory

2 Long standing illness or health condition
ANNEX C – Feedback from disabled people 

ACTION DISABILITY KENSINGTON CHELSEA

Audience:
Action Disability Kensington Chelsea (ADKC)

Date:

May 2008

Event:

Focus group

Attendance:
Eight people, with a range of impairments and from various ethnic backgrounds
Discussion:
The role of the GSCC and how it can support people from different equality strands

A summary of the feedback from this discussion is provided below.

GSCC role in setting standards

· How do you know if a person is registered?  Suggested having badge, tag for identification purposes which identifies the social care worker as registered by the GSCC.

· Would find it useful when purchasing services independently to know what a good social worker should be going to do.  Suggested having a practical checklist for this [in addition to the current Code of Practice for Social Care Workers], as the codes were useful but more practical information would be helpful, e.g. whether you can reasonably expect the social worker to contact an advocacy service on your behalf; or what to expect in a basic hygiene support or support with other tasks such as carrying shopping.

· How does the GSCC carry out police checks on applicants from other countries?  There is a concern that information may not be available or accurate and this could mean inappropriate people are registered with a negative impact on registrants.

· What role will the GSCC have in respect of the health of social care workers?  Some concerns about the health of carers and whether they are able to fulfil all the duties of their role, e.g. carers with bad backs who need to help with shopping and cleaning.

GSCC role in investigations and complaints

· What protection can the GSCC offer if a complaint is made about a social care worker?  Concern that a complaint will lead to poor treatment of people who use services by their carers or the employer, e.g. being labelled as a ‘problem case’ or a ‘nuisance’ which means your services are negatively affected.  This creates a ‘culture of fear’ amongst people who use services.

· Will the GSCC allow a complainant to request the type of person they speak to as part of the investigation process, or have the opportunity to refuse someone and request another investigator?  Concerns that certain issues are personal and private and a complainant will want a choice in who investigates, e.g. issues relating to gender.

· How will people who use services get access to the GSCC?  Concerns that not everyone has access to the internet to view the current on-line register.  There is a need to think more broadly when promoting the Code of Practice for Social Care Workers, e.g. placing copies and or posters in doctors’ surgeries, advocacy organisations; using other media such as television, e.g. the Sky medical channel.  Give consideration to a ‘free phone number’ to contact the GSCC.  A need to consider how older people, especially those over age 65, access information. 

GREENWICH ACTION DISABILITY

Audience:
Greenwich Action Disability
Date:

March 2007
Event:

Focus group

Attendance:
Three people, with a range of impairments
Discussion:
GSCC draft Disability Equality Scheme

A summary of the feedback from this discussion is provided below.

Review of draft Disability Equality Scheme

· How will the GSCC implement and review progress on the scheme?  The scheme has good ambition, but says nothing specific about how we are to implement (not SMART enough).  It looks great on paper, but how is it really working in practice – where are the monitoring arrangements?  Suggestion that the GSCC works with other stakeholder with experience, e.g. Greenwich University has done a lot of work around barriers around enrolling on courses, accessibility for physically disabled students.

· How will the GSCC make sure people know about its role and accessing services?  All three attendees had not heard of the GSCC before, had no idea what we did and when discussed thought this would be very useful information to send to advocacy organisations.  The attendees believe that the GSCC should be a leading beacon on disability given the type of organisation we are.
· Concerns over the GSCC use of the word carers.  A feeling that the phrase ‘care worker’ is more appropriate, reflecting the role to lead and guide a person using care services.
Potential actions for the GSCC
· Recruiting committee members.  If GSCC seek experienced skilled members of the public then it could be discriminating against disabled people who through the barriers they face may not have had these opportunities.  The GSCC should consider whether people can learn the skills required to sit on a committee and bring a strong disability perspective.  The GSCC should look at awareness of disability as an essential requirement for some roles.

· Employment practices.  The GSCC should consider how accessible it would be for staff who need personal assistants or translators and whether this would be possible at work.  Is the GSCC flexible in making reasonable adjustments, e.g. where there are different levels of ability for sustained work.  Does the GSCC have in place a range of facilities and staff trained to use them, e.g. hearing loops, Mincom, etc.  The GSCC should aim to achieve the ‘two ticks’ standard and make sure that its guaranteed interview scheme approach is stated on the application form.  The GSCC should set up a mechanism to identify where disabled people didn’t get an interview and understand rationale.

· Providing access.  The GSCC should make better use of the internet as a useful medium for people to access information but it can mean social isolation of the socially isolated.  Accessibility standards are helpful for this, including the ‘bobby’ standards.  When the GSCC promotes public hearings or consultations it should put in the notices more information about facilities for disabled people, e.g. parking, accessible premises, and state that it will try to accommodate any requirements.  The GSCC should publicise our payment policy.  The GSCC should complete an audit of accessibility for all types of impairment (information, access, services).
· Promotion and communications.  In using images of disabled people, the GSCC should challenge the norm of disability by not using images that reflect obvious disabilities.  The GSCC should remember the importance of publicising information and our progress to keep us honest.

Targeting services.  The GSCC should make use of its information and database to target our services, which need more resources.

· ANNEX D – Current legislation relevant to the scheme
	Equality strand
	Legislation or statutory instruments

	Applicable to all strands
	· Human Rights Act (1998) double check these
Protection from Harassment (1997)

	Age
	· Employment Equality (Age) Regulations(2006)

	Disability
	· Disability Discrimination Act (1995, as amended 2005) 
· The Duty to Promote Disability Equality: Statutory Code of Practice

	Gender and Transgender
	· Equal Pay Act (1970, 1975, as amendments 1984, 1995 and 2005)
· Sex Discrimination Act (1975 , as amended 1982, 2005 and 2008)
· Equality Act (2006)

· Working Time Regulations (1998) as amended 2007
· Maternity and Parental Leave Regulations (1999)
· Part Time Workers (Prevention of Less Favourable Treatment) Regulations (2000)
· Fixed Term Workers (Prevention of Less Favourable Treatment) Regulations (2002)
· Paternity and Adoption Leave Regulations (2002)
· Gender Recognition Act (2004)
· Sex Discrimination (Gender Reassignment) Regulations (1999)
· Goods and Services Directive (2004)
· Equal Treatment Directive (Amendment) Regulation (2002)
· Employment Equality (Sex Discrimination) Regulations (2005)
· Gender Equality Duty Code of Practice England and Wales

	Race
	· Race Relations Act (1976)
· Race Relations (Amendment) Act (2000)

· Race Relations Act (1976) (Amendment) Regulations (2003)
· Race Relations Act (1976) (Statutory Duties) Order (2004)
· Statutory Code of Practice on the Duty to Promote Race Equality

	Religious belief and faith
	· Employment Equality (Religion or Belief) Regulations 2003
· Race Relations Act 1976

· Racial and Religious Hatred Act 2006

	Sexual orientation and transgender
	· Civil Partnership Act 2004

· Employment Equality (Sexual Orientation) Regulations 2003


ANNEX E – Social model of disability
The social model of disability is defined by the disabled people movement.  Through it, we accept that people are disabled more by the barriers that society has in place than by their own impairments. It is the way society responds to these barriers which creates disability and not an individual’s impairment.  These barriers include:

· physical, such as the environment in which people live or work, or the absence of equipment to assist disabled people;

· attitudinal,  such as the negative perception of disability e.g. through stereotyping and stigma; and
· organisational, such as through policies and procedures that discriminate or work against disabled people.

The basis of the GSCC’s policy and practice in relation to disabled people, the development of this scheme and the Equality Action Plan is about the removal of these barriers.

The social model of disability makes the important distinction between ‘impairment’ and ‘disability’.  It has been developed by the disabled people’s movement whose experiences have shown them that their ‘disability’ and their problems are not caused by their ‘impairments’, but by the way society is organised.  An impairment is an injury, illness, or inherited condition that causes or is likely to cause a loss or difference in the way the body or mind works.  People who have impairments include mental health system users; people who have sensory impairments; people who have physical impairments; people who have learning difficulties and people who are living with HIV/AIDS.
Disability is therefore shown as being caused by “barriers” or elements of social organisation which take little or no account of people who have impairments. These barriers have nothing to do with individual disabled people's bodies; they are created by people, which means it is possible to remove them.  Society disables people who have impairments because the way it is organised prevents disabled people from taking part in everyday life.  It follows that if disabled people are to be included in mainstream society, the way society is organised must be changed. 

Language and the social model of disability

The language used to describe people’s circumstances or roles is important.  It can positively or negatively influence all aspects of individuals’ lives and the position of groups within society.  The development of the social model of disability has made it possible to challenge the language used to describe disabled people and to replace it with language which more accurately reflects disabled people’s circumstances. 

Most people are aware that using expressions such as the disabled, handicapped, invalid, backward, dumb, etc are clearly not acceptable.  There are, however, other words and phrases which do not fit in with the social model of disability but which are still used.  For example you should use wheelchair user, which is a simple statement of fact, rather than “wheelchair bound”, which is an expression of helplessness or pity. 

People are often described as ‘suffering from’, or being ‘victims of’ an impairment or condition.  A simple statement of a person’s impairment or condition, where necessary, will do.  Other common terms, which do not fit with the social model of disability, are: “person with a disability” or “people with disabilities”.  The argument for using these phrases is that they put the emphasis on the person.  However when people use these phrases, they are confusing disability with impairment.  The result is an implication that it is the person’s impairment which is the disabling factor.

In fact in most cases the term disabled person or disabled people will be the most appropriate, as it should rarely be necessary to describe people in terms of their impairment or medical condition.

ANNEX F – Equality impact assessment process templates
Stage one: screening template

	Function, team, document name
	Date
	People in the team, position, expertise
	Background
	Aims, objectives
	Data used
	Outcomes
	Relevance to legislation
	Assessment of impact  and rationale (high, medium, low)

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	


Stage two: impact assessment template
	Document Name:


	Data collected
	When and how collected
	What is tells you in respect of six equality strands
	Key issues for action



	
	
	
	
	

	
	Relevant equality area
	Identified adverse impact/barriers
	Does the policy / service or its implementation:
	Key issues for action



	
	
	
	Breach equalities legislation?
	Prevent discrimination or inequality?
	Promote equality / good relations?
	

	
	Race
	
	
	
	
	

	
	Gender
	
	
	
	
	

	
	Disability
	
	
	
	
	

	
	Age
	
	
	
	
	

	
	Religion, religious belief
	
	
	
	
	

	
	Sexuality
	
	
	
	
	

	
	Other
	
	
	
	
	

	
	Access
	
	
	
	
	


ANNEX G – Equality impact assessment process criteria
Criteria for assessing for full impact assessment

The following questions may help you decide if the policy or practice is relevant and will need to be assessed.
· Does it involve, or have consequences for, the people we serve and employ?
· Could these consequences differ according to people’s group membership (listed above), for example, because they have particular needs, experiences or priorities?
· Is there any reason to believe that people could be affected differently by the proposed policy or practice, according to their group, for example in terms of access to a service, or the ability to take advantage of proposed opportunities?

· Is there any evidence that any part of the proposed policy or practice could discriminate unlawfully, directly or indirectly, against people from some groups?
· Is there any evidence that people from some groups may have different expectations of the policy or practice in question?
· Is the proposed policy or practice likely to affect relations between certain groups, for example because it is seen as favouring a particular group or denying opportunities to another?
· Is the proposed policy or practice likely to damage relations between any particular group (or groups) and the GSCC? 
If you have answered ‘yes’ to any of these questions, the proposed policy will be relevant to your responsibilities under equalities legislation, and you should carry out a full assessment of the effects your proposals are likely to have on people from different groups.
If you decide the proposed policy or practice is not relevant, you should make sure this decision is noted. This should help in the event that you are challenged at any stage about how you have met the equality duties required in law.
