Sub Section Three

Gender Equality Scheme

Legal Context and Purpose

1.0
Executive summary – Equalities Review – 2007:

“An equal society recognises people’s different needs, situations and goals and removes the barriers that limit what people can do and can be”

1.1
“The Equality Act 2006 amends the Sex Discrimination Act to place a statutory duty on all public authorities, when carrying out their functions, to have due regard to the need:

· To eliminate unlawful discrimination and harassment, and

· To promote equality of opportunity between men and women.

This is known as the 'general duty’ and will come into effect on 6 April 2007.  

To support progress in delivering the general duty, there is also a series of ‘specific duties’ which apply to listed public authorities.  This includes the Probation Service:

1.2
Those specific duties, in brief, are:  

· To prepare and publish a gender equality scheme, showing how it will meet its general and specific duties and setting out its gender equality objectives. (by 30 April 2007)

· In formulating its overall objectives, to consider the need to include objectives to address the causes of any gender pay gap.  

· To gather and use information on how the public authority's policies and practices affect gender equality in the workforce and in the delivery of services.

· To consult stakeholders (i.e. employees, service users and others, including trade unions) and take account of relevant information in order to determine its gender equality objectives. 

· To assess the impact of its current and proposed policies and practices on gender equality.

· To implement the actions set out in its scheme within three years, unless it is unreasonable or impracticable to do so.

· To report against the scheme every year and review the scheme at least every three years.

1.3
The gender equality duty aims to make gender equality central to the way that public authorities work, in order to create:
· Better-informed decision-making and policy development

· A clearer understanding of the needs of service users

· Better-quality services which meet varied needs

· More effective targeting of policy and resources

· Better results and greater confidence in public services

· A more effective use of talent in the workforce.

1.4
The duty is intended to address the fact that, despite 30 years of individual legal rights to sex equality, there is still widespread discrimination – sometimes intentional, sometimes unintentional – and persistent gender inequality.  Policies and practices that seem neutral can have a significantly different effect on women and on men, often contributing to greater gender inequality and poor policy outcomes.  Individual legal rights have not been enough by themselves to change this. 

1.5
The duty is intended to improve this situation, both for men and for women.  Gender roles and relationships structure men’s and women’s lives.  Women are frequently disadvantaged by policies and practices that do not recognise their greater caring responsibilities, the different pattern of their working lives, their more limited access to resources and their greater vulnerability to domestic violence and sexual assault.  Men are also disadvantaged by workplace cultures that do not support their family or childcare responsibilities, by family services that assume they have little or no role in parenting, or by health services which do not recognise their different needs.  Both sexes suffer from stereotyping of their roles and needs.  The duty should help the public sector, and those working with it, to identify and respond to stereotyping, sex discrimination and sexism, resulting in improvements for all.     
1.6
The duty requires public authorities to identify and tackle discrimination, to prevent harassment, and to ensure that their work promotes equality of opportunity between men and women.  It is a form of legally enforceable ‘gender mainstreaming’ – building gender equality into the core business thinking and processes of an organisation.  It is different from previous sex equality legislation in two crucial respects: 

· Public authorities have to be proactive in eliminating discrimination and harassment, rather than waiting for individuals to take cases against them.  

· Public authorities have to be proactive in promoting equality of opportunity, and not just avoiding discrimination”.  
Equal Opportunities Gender Equality Duty Code of Practice – 2006

1.7
As the first Gender Equality Scheme produced by Humberside Probation Board this document builds on the work and aims contained in the Area’s Diversity Equality Scheme and Action plan, and the more specific Disability Equality Scheme produced in Oct 2006.

Employment
2.0 Humberside Probation Area has a Dignity and Respect at Work Policy which enables staff to report incidents of discrimination.

2.1
Humberside Probation Area has a formalised regular appraisal process.  This is enhanced by the inclusion of Diversity within the process.  Each member of staff is required to evidence what specific steps they have taken in relation to working with Diversity and the Values of the Service.

Links to HPA Business Plan:

· Including Links to Humberside Probation Area Diversity Equality Scheme

3.0
HPA produces an annual business plan which reflects the nationally set priorities and targets for the Probation Service and Regionally produced priorities identified by the Regional Offender Manager.  

3.1
The key business priorities for Humberside Probation Board for 2007/8 include the following:
Equality and Diversity:

· Implementing our Diversity Strategy which includes Equality Schemes for Race, Disability and Gender

· Monitoring key service activity i.e. race, ethnicity and gender and using this information to make adjustments to services as appropriate.

Values
4.0
Humberside also has a set of values, which were determined after extended involvement of staff.  These values underpin our functions as an employer and as a provider of services to the public. They are as follows:

· Respect – Valuing others as individuals and appreciating differences
· Integrity – Being honest and putting into action our organisation’s values
· Fairness - Working to consistent standards without discriminating against anyone
· People can change – Everyone has the potential to change their behaviour positively, given opportunities and support
· Accountability – Taking ownership of your actions and their outcomes.
This Scheme has been prepared using available advice, including:

· Equal Opportunities Commission - Gender Equality Duty Code of Practice

· Equal Opportunities Commission – Gender Equality in Criminal Justice

· Fawcett Society – Doing your Duty (Criminal Justice)

· National Probation Service – Gender Equality Scheme guidance
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