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Foreword

Welcome to Newcastle City Council’s Equality Plan. We have written this Plan
following consultation with the people of Newcastle where you told us what sort of
information you want on equalities issues and what action you want us to take. This
plan aims to address your comments and to explain what we are doing to improve
services for everyone.

Equality is at the heart of everything Newcastle City Council does. We want to make
sure that the services we deliver are of the highest quality and can be used by
everyone who needs them. We are working hard to make improvements: earlier this
year we carried out an assessment on all of our services and developed action plans
to make sure we take account of our customers’ different needs. We are also
providing a new training course to our whole workforce to help staff to understand that
equality is an important part of everyone’s job.

As a large employer, we think that our workforce should reflect the diversity of
Newcastle’s communities. Last year we talked to a range of people about recruitment
to the Council. As a result we are making a number of changes to our recruitment and
employment processes. We hope this will make the council a better place to work and
encourage people from different backgrounds to come and work with us. A diverse
workforce will help us to build upon the skills, knowledge and experience that we
already have.

We believe that everyone matters. We want our city to be a place where no one
experiences discrimination or disadvantage because of their age, gender, race, colour,
nationality or ethnic origin, disability, faith, marital status, family circumstances, sexual
orientation or class. We will use our role as a community leader to promote equality
and share information and good practice with other service providers and our partners.

We welcome everyone’s comments on this plan and positively encourage feedback
because this will help us to bring about improvement in the way we work.

A SN s

lan Stratford Peter Arnold
Chief Executive Leader of the Council



1. Summary

This plan tells you what Newcastle City Council is doing to put our Equality Policy into
practice. We have written it after talking to a number of community groups.

We are using a framework called the ‘Equality Standard for Local Government’ to help
us to make equality part of our everyday work. This will help us to meet our duties
under equality laws and to provide better services for everyone. A group called the
Equality Standard Programme Board, which is made up of senior officers, will manage
this work and make sure that we do it on time.

This plan tells you about the objectives and targets we have set so that we can
measure our improvement. We will publish information about our progress regularly.
We will also report to our Equality Board and Scrutiny Management Committee so that
they can check on and challenge our progress.

We will be reviewing and improving the way that we consult with communities. We
want to make sure that we give everyone a chance to tell us their views about our
services. We will find out which methods of communication and consultation work best
for different groups of people and make sure that all of our staff use the best methods.

In order to see whether our policies are making a difference, we will collect information
about who uses our services and who doesn’t use them, and about what people think
of our services. We will also monitor our workforce to make sure that our employment
policies are fair. We will use the monitoring information that we collect to make
changes to our policies or the way we work, if necessary. We will also use the
information that we collect through consultation and monitoring when we plan our
services each year.

We provide a wide range of information and services through a number of public
buildings. Everyone has the right to access our information and services. We have
produced a Disability Access Strategy to help us to meet our legal duties towards
disabled people. We will consult disabled people and make improvements to our
buildings or change the way we provide our services.

Sometimes we ask other organisations, such as contractors or partnerships, to provide
services on our behalf. We will tell these other organisations that they must treat
people fairly when they carry out work on our behalf.

The Council is the biggest service provider and employer in the city. We think that our
workforce should reflect the community it serves. This means we must treat fairly
everyone who applies for a job and everyone who works for us. For example, we have
carried out an Equal Pay Review to make sure that male and female staff are paid
fairly for the work they do. We will use monitoring information to compare the diversity
of our workforce to the local community. We will encourage groups who are under-
represented in our workforce to apply for jobs, for example, by providing training.

If you would like more information about this plan, or you would like to comment on it,
the ‘further information’ section tells you how you can contact us.



Our objectives (what we expect to see when we reach level 5)

Training
e The authority understands the training needs of all staff and meets them appropriately

e Staff understand how equalities applies to their specific jobs and are working to achieve
equalities objectives

Human Resources

e Fair recruitment and selection processes are applied consistently across the authority

e There is evidence of movement towards greater equality in the workforce profile and
other employment targets

e There is evidence that staff are paid equally for work of equal value

e Changes and improvements are informed by accurate monitoring data

e Achievements can be measured through accurate monitoring

Consultation and Communication

e There is an effective communication strategy in place. The authority can demonstrate
that it understands the communication needs of all service users and staff. The
authority communicates in a way that meets those needs

e There is increased involvement of community and scrutiny groups

e There is trust and confidence among all stakeholders in the authority’s consultation
and scrutiny mechanisms

e Consultation results show that community, staff and stakeholder groups think targets
have been met and were relevant to their needs/requirements and concerns

Procurement

e Contractual and partnership arrangements reflect the Council’s equality objectives

e Effective monitoring systems demonstrate that contractors and partners are meeting
the authority’s standards for equality

Performance Management

e The authority can demonstrate success in meeting a range of equalities targets across
the authority

e There is evidence that equalities objectives are mainstreamed within service planning,
policy making and employment processes

e Accurate service user profiles and consultation results are being used to inform service
changes and improvements

e Councillors and senior managers receive appropriate information to enable them to
effectively scrutinise progress against equality objectives

e There is evidence that the authority is demonstrating good practice when compared
with other local authorities and agencies

Service Delivery

e We provide accessible services that are relevant and appropriate to meet customers
needs

e There is evidence that service delivery targets have been met and there is increased
satisfaction with services

e There is evidence that effective service monitoring is informing service changes and
improvements
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6. How we’ll measure whether we are getting better — our equality
targets

As a council we are required to measure our performance against ‘Best Value’
performance indicators. These are set by the Government to help us to improve the
way we provide services. Each year we set ourselves targets against all Best Value
performance indicators. Our performance against these targets is published every year
in our Corporate Plan. We have also set ourselves a number of local performance
indicators which give an overview of how we are performing in key areas of our work.

A number of these Best Value and local performance indicators relate to equality and
our targets for the next three years are set out in appendix 1 of this plan.

Every year we carry out a residents survey. We use this survey to find out what
residents think about:

council services and the way we provide them

the way we provide information and deal with complaints
quality of life

neighbourhood issues and community safety

We will analyse the results of this survey to see whether people from different groups
have different experiences. We will publish the results of the survey every year on our
website www.newcastle.gov.uk.

7. Consultation and scrutiny

Self-assessment

Self-assessment is an important part of the Equality Standard. We have to measure
and review our progress against the different elements of the Standard and make sure
we meet the requirements across the whole council. Our Equality Standard
Programme Board will carry out this assessment. We are keeping an evidence log to
help with this. When we think we have reached the next level of the Equality Standard
we will report to our Equality Board using the evidence log to demonstrate the action
we have taken. The Chief Executive, Heads of Service, Councillors and trade union
representatives sit on the Equality Board.

Scrutiny

The Audit Commission ultimately decides which level of the Equality Standard we have
reached by carrying out an inspection of the work we have done. The Audit
Commission is an independent body or watchdog responsible for inspecting our
services and promoting improvement.

We will also ask other groups to help us to assess whether we are bringing about
improvements. We have three staff groups that influence and challenge the way that
the council addresses the needs of black and minority ethnic people, disabled people

12


http://www.newcastle.gov.uk/

and lesbian, gay, bisexual and transgender people. These groups also play an
important role in highlighting some of the barriers that may prevent some people from
using our services or working for the council. We will involve these groups in
assessing our progress. For example, every year we will ask our black and minority
ethnic staff group whether they think we have met the requirements of our Race
Equality Scheme.

We will report our progress every year to our Scrutiny Management Committee which
is made up of councillors. We will also publish reports on our website so that they are
available for everyone to see.

Consultation

The Council undertakes consultation on many issues. The views of all members of our
community are important to us. We learn a great deal about the different needs
people have, by talking to them about our services. We also have a duty to consult
people on policies and services that affect their lives.

We use a variety of different consultation methods. These methods include surveys,
discussion groups, public events, and meetings. However we recognise that many
traditional methods of consultation can make it hard for some groups to take part, so
we aim to:

¢ hold meetings at times that suit the people we want to talk to.

e use meeting places that people find comfortable and are easy to get to.

¢ find out about the needs of the people we are consulting and provide information in
different formats and use interpreters when they are needed.

We have consultation guidelines to help our staff to plan and carry out consultation
effectively. We are reviewing these guidelines as part of our work to put the Equality
Standard in place. To achieve the Equality Standard we need to demonstrate that the
council understands the communication needs of all service users and staff, and that
the council communicates in a way that meets those needs.

We have carried out an audit of the way we currently communicate and consult with
the community. We are now carrying out a detailed study of the consultation and
communication needs of different groups, including black and minority ethnic
communities, young people, disabled people, older people, and lesbian, gay, bisexual
and transgender people. We will use the results of this study to write a communication
strategy which will tell our staff the best ways to communicate with different groups of
people. This will also improve the coordination of consultation exercises across the
council which will help us to use our resources more effectively and target consultation
activity so that it meets the needs of different groups.

The purpose of consultation is to collect information that we can use to improve our
services. We have a research steering group whose role is to make sure that
consultation exercises are co-ordinated across the council and good practice is
shared, for example by publishing the results on our consultation website. We will use
the results of consultation, along with monitoring data, to review our policies and
services, for example when we write our annual service plans.
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Monitoring

Monitoring is the process of collecting, storing and analysing data about people, such
as information about their gender, ethnic origin or disability. Monitoring lets us see
how our services are operating, who is (and isn't) using them and the effect of our
policies on different groups. It allows us to see who is applying for jobs in the council
and who we are employing at different levels of the authority. We use this information
to measure our progress and, if necessary, to change our policies or the way we
deliver our services.

Monitoring is an important part of the Equality Standard. In section 8 we tell you more
about how we will carry out monitoring at service level. In section 9 we tell you how we
will monitor our workforce. We will report the results of this monitoring regularly to our
directorate and corporate management teams. We will also make monitoring
information available to everyone, for example by publishing the results of monitoring
on our website every year.

8. Access to services

The Council provides a wide range of information and services through a number of
public buildings in the city. Every customer has a right to access the information and
services we provide. Our commitment to providing equal access for all is set out in our
Customer Service Strategy.

Action planning: setting equality objectives

We know that our service users have different needs. To make sure we take these
different needs into account, we have carried out assessments on 194 service areas
across the council. We used a standard template called an Equality Impact and Needs
Assessments (EINA). We used available evidence to see whether the way we deliver
our services could have a negative effect on any group. Each service area then
created an action plan with equality objectives. These objectives will be included in
annual service plans so that each service area is working to improve access to their
service. We will monitor the equality action plans regularly and report our progress to
directorate management teams and the Scrutiny Management Committee.

Monitoring and reporting systems

Our EINAs showed that we need to have a clearer picture of who is (and isn’t) using
our services, what people think of our services, and whether everyone has access to
the information we provide. All directorates are currently reviewing and improving their
monitoring systems so that we can collect all the information we need. We can use
this monitoring data, alongside the results of consultation, to plan our services more
effectively and make sure that practices are fair and consistent across the council.
This will help to improve our services for everyone.

To make sure the information we collect is put to good use, we are developing a
system of regular reporting at service level. The information we collect from
monitoring and consultation will be reported to directorate management teams. They
will use the information each year when they plan their services and budgets.
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Physical Access to Services

We have recently developed a Disability Access Strategy which will help us to meet
our duties under the Disability Discrimination Act 1995. As part of our Disability Access
Strategy we will:

e carry out access audits on all of our public buildings.

e produce Disability Access Plan Statements for all of our public buildings. These
statements will include details of any improvements that we need to make to
buildings, or changes we will make to the way we deliver our services, so that they
are accessible to everyone.

e carry out a rolling programme of access improvements which can take account of
emerging priorities and public comments.

e set up an Access Consultation Group so that the people who use council buildings
can tell us about the barriers they face.

From December 2006 we will have a new legal duty to promote equality of opportunity
for disabled people. To take account of these changes we will review our Disability
Access Strategy and publish a Disability Equality Scheme. This will explain how we
intend to end unlawful discrimination and harassment against disabled people and how
we will promote equality of opportunity. We will involve and consult disabled people
when we produce this Scheme which will form part of our next Equality Plan.

Access to information

To make sure everyone has access to information about the council, we have
developed standards to be used by all of our staff. These standards cover the use of
plain English and different formats including translations. We will be reviewing this
guidance, as part of our work on the Equality Standard, to make sure it takes into
account the needs of all members of the community. We will raise awareness among
staff so that all of the information we produce meets our standards.

Organisations that provide services on our behalf

Many of the council’s services and functions are carried out through contracts with
private companies and voluntary organisations. All contractors and suppliers go
through our procurement process and we ask many of them to provide information
about their approach to equality.

All of our contracts have terms and conditions that outline what is expected of the
contractor/supplier. Equality requirements are part of our terms and conditions. We
require contractors/suppliers to comply with the law around equality. There is also a
duty for contractors/suppliers to promote equality and prevent discrimination and to
train their workforce to understand their role in this.

We will make improvements to the way we monitor contracts across the council as part
of our work to achieve level 5 of the Equality Standard.
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Working in partnerships

This equality plan is about how we, as an employer and service provider, aim to meet
our equality targets. We also have a wider role, as a community leader, to promote
equality with other employers and service providers in the city.

A partnership is a single body that brings together representatives of different sectors
and communities to pursue a common aim. The Council works with a number of
partnerships. We will make our partners aware of our legal duties and make sure that
the partnerships we are involved in take account of our duties.

We have begun work with our local strategic partnership, the Newcastle Partnership,
to raise awareness of equalities issues within the Partnership. There is more
information about this in section 4 of this plan.

9. Employment

The Equality Standard for Local Government aims to remove discrimination in
employment on the grounds of race, gender and disability. However, we believe our
responsibility for equality is wider than this. Our Equality Policy also covers age, sexual
orientation, religion/belief and other groups, and explains that we aim to make our
employment procedures fair for everyone.

As the largest employer and service provider in the city we think our workforce should
represent the community we serve. This means we need to make sure that all
decisions about recruitment, job appointments, promotion, and training and
development and are made fairly. This section of the plan explains how we are doing
this.

Assessing the impact of our policies

We want to make sure that our policies, procedures and practices don’'t put some
groups of people at a disadvantage. We use Equality Impact and Needs
Assessments to test our policies. If we think a policy or procedure could be putting
some people at a disadvantage and we can't justify this, we will change the policy. All
new human resources policies have been through this assessment. We will continue
to carry out this process until all human resources policies, procedures and practices
have been through this assessment.

Equal Pay

Equal pay law was introduced to help make sure that women and men in the same
employment are treated equally in pay and in terms and conditions of employment. An
equal pay review is a process of comparing the total pay for men and women to see if
it is fair.

We have carried out an equal pay review for our staff and after a series of meetings
with trade unions, we agreed an equal pay settlement in July 2005. We are now
working to make sure that workers who are covered by this equal pay agreement have
fair employment conditions.
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The Disability Discrimination Act (DDA) 1995

The DDA covers all aspects and stages of employment including job advertisements,
recruitment, selection, assessment and testing, training, career development, working
practices, retention and termination, terms and conditions and contractual
arrangements. As an employer we must:

e not treat a disabled person less favourably than other employees because of
his/her disability; and

e make reasonable adjustments to workplace practices and procedures that will
assist a disabled person in doing his/her job.

We provide job descriptions and application forms in Braille, large print, audio and
electronic formats. We also provide interpreters and communication support to assist
in the selection process.

We will make reasonable adjustments to our workplace and environment to ensure
disabled people are not placed at a substantial disadvantage at any point in
recruitment and employment, because of their disability.

If an employee needs help at work because of a disability or long standing illness, the
Disability Access Fund is available. The fund was set up to help disabled employees
and those who become disabled while they are working. For example, it can help with
aids and equipment, alterations to premises or support with training.

Age Discrimination

Legislation to remove age discrimination in employment and vocational training comes
into force in 2006. This means employers will no longer be able to recruit, train,
promote or retire people on the basis of age, unless it can be justified. This will apply
to every member of our workforce, including young people and older people.

We will ensure that our commitment to remove age discrimination is included in our
Equality Policy. We will review our policies and procedures and will not discriminate in
staff recruitment, training, development or leaving procedures. We will ensure that
‘ageist’ language is not used in job adverts and we won't set unnecessary standards
for experience, personal qualities or qualifications that could unfairly disadvantage
someone because of their age.

Local Labour Market Assessment

For the purposes of the Equality Standard, the local labour market area is our electoral
area. This is the area to which we provide our services. However, we know that many
of our employees and job applicants travel to work from outside the city of Newcastle
and our recruitment activities and targets will reflect this.

A Local Labour Market Assessment means using workforce monitoring reports to

compare the make-up of our workforce with local labour market information. This will
show us whether our workforce is representative of the local community. It will help us
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to set employment targets for recruitment, training and development and employee
retention, and tell us whether our recruitment activities are correctly targeted at groups
in the local population.

Monitoring and reporting systems

We monitor our workforce to help us to see if our policies are meeting our aims and to
make sure that they are not discriminating against any groups. We also use this
information to set our Best Value targets which aim to improve the diversity of our
workforce.

We have specific duties under the Race Relations (Amendment) Act 2000 to monitor
our workforce by racial group and to publish this information. There is more
information about this in our Race Equality Scheme.

We are in the process of developing a comprehensive monitoring system to improve
the way we collect information about our workforce. We will use our integrated human
resources and payroll system to collect information about the race, disability, age and
gender of our workforce and people applying for jobs at the council.

We will also carry out regular surveys of our existing workforce to make sure that the
information we have about staff is up to date.

To give us a clearer picture of our workforce and their needs, we will ask staff about
their sexual orientation, religion and belief and caring responsibilities outside of work.
We know that some people feel uncomfortable about giving this information, so staff
will be able to give this information anonymously by completing our staff survey. The
Advisory, Conciliation and Arbitration Service (ACAS), an independent organisation
that advises employers on how to improve working life, recommends that we collect
information about sexual orientation and religion and belief. This can help staff to feel
more included and supported and help us to learn more about the needs of our
workforce. It can also help us to monitor discipline and grievance issues. Collecting
information about caring responsibilities helps us to see how well our flexible working
policies are meeting the needs of our staff. Staff will be asked to give this information
voluntarily.

We will report monitoring information and progress against targets regularly to our
Corporate Management Team and to our Equality Board, Corporate Equality Officer
Working Group, Executive and scrutiny committees. Staff groups will be given this
information so that they can scrutinise our progress too. We will also publish workforce
monitoring information so that it is available to everyone.

Action planning

We will create action plans using our local labour market assessment and monitoring
information about our workforce. The plans will include the employment objectives
and targets we aim to meet, such as the Best Value targets listed in appendix 1 of this
plan.

Each directorate will also receive information about the profile of their workforce. They
will use this information to regularly review progress against their action plans and to
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identify the action they need to take to make sure their employment practices are fair.
These action plans will be part of the council’s annual budget and service planning
cycle.

We will use positive action initiatives and training, where appropriate under equality
legislation, to make our workforce more representative of the local community. We will
work with groups which are under-represented in our workforce to encourage more
people to apply for jobs.

10. Equality Standard action plan

This action plan is a summary of the key actions we will take in order to put the
Equality Standard for Local Government in place. It does not include the actions we
have already taken as part of our work towards level 3 and it does not reflect all of the
action we will be taking on equality issues. Our race action plan, for example, is in our
Race Equality Scheme.

Across the council, as a result of the Equality Impact and Needs Assessment process,
we have identified over 1,138 actions in 194 service areas. You can find more
information in our directorate service plans which are on our website.

Action Deadline

Achieve level 3 of the Equality Standard December 2005

All service areas set targets based on equality objectives

Provide training for all staff on Equality and Diversity including the
Equality Standard

Conduct an equal pay review and plan for equal pay adjustment

For agencies who provide services on our behalf, include within
contracts a requirement to deliver an effective and appropriate service
fairly and without unlawful discrimination. Establish a system to monitor
contracts.

All service plans to address barriers to access and identify reasonable
adjustments

Consult disability organisations on barriers to service provision and use
feedback to inform service provision

Develop and issue guidance on recruitment methods and target setting

Review and revise ‘Making Information Accessible’ guidance and
publicise to all staff to increase the use of accessible information
standards across the council

Carry out a baseline audit of existing equality monitoring procedures
across the authority
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Achieve level 4 of the Equality Standard:

Develop monitoring processes based on outcomes of monitoring audit

Directorates to produce quarterly monitoring reports

Review targets against monitoring information. Report to designated
scrutiny groups on progress against equality objectives

Produce annual report of progress against Race Equality Scheme
targets and objectives

Require contractors to supply monitoring reports

Use personnel information systems to produce annual equalities
employment monitoring report and assess whether the authority’s
employment profile fits the profile of the local labour market area

Develop a strategy for employment monitoring to include sexual
orientation, religion and belief and family status (caring responsibilities)

June 2006

Achieve level 5 of the Equality Standard:

Evaluate succession planning strategy

Review and report on progress against directorate and corporate
employment and service delivery objectives and targets

Assess methods of consultation and involvement of community, staff
and stakeholders

Benchmark our performance against other authorities and share good
practice

June 2007

11. Further information

If you would like more information about equality work at Newcastle City Council or

wish to comment on this plan:
phone 0191 2115019 or 0191 2777132
email equality@newcastle.gov.uk

go to www.newcastle.gov.uk/equality
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12. Glossary

ACAS is an independent organisation that advises employers on how to improve
working life.

ARCH (Agencies against Racist Crime and Harassment) a partnership agency which
co-ordinates responses to victims and perpetrators as well as wider educational and
preventative activities.

BME means black and minority ethnic.

Discrimination means treating one person less favourably than another, for example
because of their race or disability.

EINA (Equality Impact and Needs Assessment) is a tool for assessing the equalities
implications of a service or policy.

Equality Standard for Local Government is a framework designed to help local
authorities to make equality a central part of all aspects of our work.

Executive is the part of the council which is responsible for most strategic decisions. It
is made up of the Leader of the Council and nine other Councillors.

Newcastle Partnership is the local strategic partnership for the city. Itis made up of
a wide range of public, community, voluntary and private sector organisations and
individuals.

Newcastle Plan is the over-arching plan for the city written by the Newcastle
Partnership.

Stakeholder is a person or group with an interest in, or who is affected by, the work of
the council. Stakeholders include residents, staff, local community groups, voluntary
groups and businesses.

The authority means Newcastle City Council.
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Appendix 1

Our Best Value targets

Performance
Indicator

Purpose/Aim
of Indicator

Definition

2004/5
Actual

2005/6
Forecast

2005/6
Target

2006/7
Target

2007/8
Target

BV2a The level of the
Equality Standard for
Local Government to
which the authority
conforms.

Provides a
framework for
delivering
continuous
improvement in
equalities.

Report levels attained as follows:

Level 0: Authority has not
adopted the Equality Standard.
Level 1: Adopted a
comprehensive equality policy
and other commitments.

Level 2: Engaged in impact and
needs assessment, consultation
and an equality action planning
process.

Level 3: Completed action
planning process, set objectives
and targets and established
monitoring systems to assess
progress.

Level 4: Developed information
and monitoring systems for
assessing progress towards
specific targets.

Level 5: Achieved targets,
reviewed them and set new
targets.

Level 2

Level 3

Level 3

Level 4

Level 5

BV2b The duty to

promote race equality.

Ensures a
detailed
response to the

Indicates whether an authority
has an effective Race Equality
Scheme by examining several

53%

58%

58%

68%

100%




2004/5 2005/6 2005/6 2006/7 2007/8

Performance Purpose/Aim Definition Actual Forecast | Target Target Target
Indicator of Indicator

duty to promote | specific requirements. These are

race equality, listed in full in our Race Equality

with clear race Scheme which is on our website:

equality www.newcastle.gov.uk/equality

priorities and A high figure means a good

targets. performance.
BVl1la The Monitors The ‘top paid 5%’ are identified by
percentage of the top | progress toward | ranking staff according to their 40.65% 43% 41% 41.5% 42%
5 percent of earners equal gross full time employment pay. (Sept 05
who are women. opportunities in | Applies to permanent staff only actual)

the workforce. and excludes teachers.
BV11lb The Monitors The ‘top paid 5%’ are identified by
percentage of the top | progress toward | ranking staff according to their 1.72% 1.9% 1.5% 1.6% 1.7%
5 percent of earners equal gross pay. Applies to permanent (Sept 05
from black and opportunities in | staff only and excludes teachers. actual)

minority ethnic

the workforce.

communities.

BV1lc The Monitors The ‘top paid 5%’ are identified by | This is a new indicator. Targets will be published in the
percentage of the top | progress toward | ranking staff according to their Corporate Plan in 2006.

5 percent of earners equal gross pay. Applies to permanent

who have a disability.

opportunities in
the workforce.

staff only and excludes teachers.

BV16a The
percentage of local
authority employees
declaring they are
disabled.

Monitors
progress toward
equal
opportunities in
the workforce.

Disabled staff are those that
identify themselves as disabled
using the definition provided in
the Disability Discrimination Act
1995. Employees include
permanent non-school staff. This
figure is compared with the
number of economically active

2.26%

2.5%

2.5%

2.75%

3.0%
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2004/5 2005/6 2005/6 2006/7 2007/8
Performance Purpose/Aim Definition Actual Forecast | Target Target Target
Indicator of Indicator
disabled people in the city as a
whole.
BV17a The Monitors Staff identify their ethnicity using
percentage of local progress toward | Census classifications. This 2.5% 2.5% 2.5% 2.75% 3.0%
authority employees equal figure is compared with the
from Black and opportunities in | number of economically active
minority ethnic the workforce. people from Black and minority
communities. ethnic communities in the city as
a whole.
BV54 Older people Demonstrates Authorities only count clients
helped to live at home | how many older | receiving a package of care set 99.8 100 or 100 or 100 or 100 or
per 1,000 population people receive | up following a community care above above above above
aged 65 or over. both intensive assessment.
and low level
care at home as | A high figure means a good
opposed to performance.
residential care.
BV156 The Monitors the The buildings are those from
percentage of improvement of | which the local authority provides 20.47% 24% 24.41% 28.35% 32.28%
authority buildings access for a service. The public areas are
open to the public in disabled people | the parts of these buildings from
which all public areas | to local authority | which services are provided.
are suitable for, and buildings.
accessible to, disabled A high figure means a good
people. performance.
BV164/05DRGS4 Monitors fair The authority must show that it
Does the authority access to social | follows good practice standards Yes Yes Yes Yes Yes

follow the Commission
for Racial Equality’s
code of practice in

housing.

set by the Commission for Racial
Equality.




Performance
Indicator

Purpose/Aim
of Indicator

Definition

2004/5
Actual

2005/6
Forecast

2005/6
Target

2006/7
Target

2007/8
Target

rented housing and
follow the Good
Practice Standards for
social landlords on
tackling harassment
included in Tackling
Racial Harassment:
Code of Practice for
Social Landlords?

BV165 The
percentage of
pedestrian crossings
with facilities for
disabled people.

Monitors the
number of
crossings that
have
appropriate
facilities for
disabled people.

Calculates the percentage of
signal controlled crossings
incorporating dropped kerbs,
tactile paving and audible and
tactile signals.

A high number indicates a good
performance.

95%

98%

98%

100%

100%




Our local targets

2004/5 2005/6 2005/6 2006/7 2007/8
Performance Purpose/ Definition Actual Forecast Target Target Target
Indicator Aim of
Indicator
O5NCCI1 % of the | Indicates the | This indicator is
population who level of designed to measure 75.8 77 77.5 79 81
view their local community quality of life and social
area as a place cohesion. cohesion. This
where people from information is collected
different via the annual Residents
backgrounds get Survey.
on well together.
O5REOD3 % of Monitors Measures performance
targets relating to progress against a basket of best 50 75 75 100 100
the diversity and toward equal | value employment
mix of the opportunities | targets which (see best
workforce reflecting | in the value targets above). It
those of the local workforce. provides an overall
community and measure of the
society that have effectiveness of
been achieved. Organisational
Development.
05CYCI12 % of Measures This figure is compared | This is a new
BME pupils equality in with the percentage of indicator for 48 54 56 A target will
achieving expected | educational | all pupils achieving 2005/06 be setin Jan
levels: KS4 5+ A-C. | attainment. expected levels. 2006
O5NCGS3 % of Monitors Quiality standards have
racist incidents whether been agreed by ARCH, | Thisisanew | Seta Set a +5% +5
dealt with in reported the multi-agency indicator baseline baseline improvement | improvement




2004/5 2005/6 2005/6 2006/7 2007/8
Performance Purpose/ Definition Actual Forecast Target Target Target
Indicator Aim of
Indicator

accordance with incidents are | partnership which works on baseline on 2006/07
agreed quality handled to tackle racist crime
standards. consistently. | and harassment in the

City.
05CYDAOQ9 PAF The ratio of the 0.86:1 (The Pro rata. Pro rata. Pro rata. Pro rata.
E45: Ethnicity of percentage of children in | proportion of | (Thatisthat | (Thatisthat | (Thatisthat | (Thatis that
children in need. need that were from children in the the the the

minority ethnic groups to | need proportion of | proportion of | proportion of | proportion of

the percentage of compared to | children in children in children in children in

children in the local the total need is equal | need is equal | need is equal | need is equal

population that were population of | among BME | among BME | among BME | among BME

from minority ethnic BME children | and white and white and white and white

groups. is 86% of that | populations. | populations. | populations. | populations.

for white

‘Children in need’ covers | children).

all children in contact

with Social Services

during the census week

and all other children in

need on the council

database.
05HSDAS3 PAF To compare | The percentage of older | 0.63:1 (The Pro rata. Pro rata. Pro rata. Pro rata.
E47: Ethnicity of take up of service users receiving | proportion of | (Thatisthat | (Thatisthat | (Thatisthat | (Thatis that
older people the service an assessment (from older people | the the the the
receiving an by different Social Services) that are | receiving an | proportion of | proportion of | proportion of | proportion of
assessment. ethnic from minority ethnic assessment | older people | older people | older people | older people

groups. groups, divided by the compared to | receiving an | receiving an | receiving an | receiving an
percentage of older the total assessment | assessment | assessment | assessment
people in the local population of | is equal is equal is equal is equal




2004/5 2005/6 2005/6 2006/7 2007/8
Performance Purpose/ Definition Actual Forecast Target Target Target
Indicator Aim of
Indicator
population that are from | BME older among BME | among BME | among BME | among BME
minority ethnic groups. people is and white and white and white and white
63% of that populations. | populations. | populations. | populations.
for white
older people.




	 
	 
	 
	 
	 
	 
	 
	 
	 
	Equality Plan 
	 
	December 2005 This document tells you how Newcastle City Council is making equality a central part of our everyday work. 
	 
	This information is also available in large print, Braille, audio tape/cd and in electronic format. 
	 
	We can also arrange for you to see a British Sign Language interpreter.  
	 
	If you want this information in your language we will arrange an interpreter for you. 
	 
	( 0191 2115019 
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