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INTRODUCTION

The purpose of a gender review is to assist you to promote equality of opportunity for males and females within the workplace.  This assessment process links to the Gender Action Plan developed in support of the ‘Women in Local Councils’ Initiative.

Fair employment legislation requires employers to collect monitoring information on community background and on gender. This information forms the basis for your review under Article 55 of the Fair Employment and Treatment (NI) Order 1998. This means that your organisation will already have information on the gender composition of the workforce.  An analysis of this information would include considerations as to whether, for example there are particular job groups that are more likely to be filled by men or women, or whether part time employees are concentrated in particular job-groups. Based on these considerations you may then determine whether there are any positive action measures that would be appropriate.

The report follows the structure of the Article 55 Review and includes a number of sections to assist you to review your employment pattern, trends and practices.  Additionally a section has been added to provide a template for the collection of data to assess the gender balance among elected members within councils.

This report structure is provided for guidance and should not be viewed as prescriptive.  If you would like to provide additional information simply insert extra pages or include as an appendix.  

                        THE ORGANISATION
1.
COUNCIL: 



2.
Period covered by this Review


	 from                       
	  2005
	     to
	   2008


SECTION 1
A. ANALYSIS OF COMPOSITION OF WORKFORCE

This section has been designed to assist you to put together the information needed to review employment patterns and trends during the review period.

In Table 1 enter the composition of your organisation’s workforce who normally worked 16 or more hours per week during this review period.  

	Table 1:
	Composition of the workforce who normally worked 16 or more hours per 

	  
	week in the period from
	2005
	     to
	2008
	


               



     (Insert start date and end date of review period)

	Year


	
	Male
	Female
	Total

	2005
	Number
	
	
	

	
	%
	
	
	

	2006
	Number
	
	
	

	
	%
	
	
	

	2007
	Number
	
	
	

	
	%
	
	
	

	2008
	Number
	
	
	

	
	%
	
	
	


In Table 2 enter the composition of your organisation’s workforce who normally worked less than 16 hours per week.

	Table 2:
	Composition of workforce who normally worked less than 16 hours per week during the review period


	Year


	
	Male
	Female
	Total

	2005
	Number
	
	
	

	
	%
	
	
	

	2006
	Number
	
	
	

	
	%
	
	
	

	2007
	Number
	
	
	

	
	%
	
	
	

	2008
	Number
	
	
	

	
	%
	
	
	


SOC Groups

The purpose of this section is to assist you to review the employment pattern in each SOC groups.  

In Table 3 list the job titles and salary for each of the SOC groups.

Table 3:
SOC Groups

	Job Group
	Job Titles Included
	Salary

	SOC 1


	
	

	SOC 2
	
	

	SOC 3
	
	

	SOC 4


	
	

	SOC 5
	
	

	SOC 6
	
	

	SOC 7
	
	

	SOC 8
	
	

	SOC 9
	
	


In Table 4 please enter the composition of employees who normally worked 16 hours or more per week in each of the SOC groups at the beginning and end of the review period (as for Table 1).  Please insert appropriate dates in year column.

	Table 4:
	Composition by SOC Group from
	2005
	 to
	2008
	


          (Insert start date and end date of review period)

	Job Group
	Year
	Male
	Female
	Total

	
	
	No
	%
	No
	%
	

	SOC 1
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 2
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 3


	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 4
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 5
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 6
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 7
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 8
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 9
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	TOTAL


	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	


In Table 5 enter the composition of employees who normally worked less than 16 hours per week in each of the SOC groups.

Table 5:
Composition by Job Group (<16hpw)

	Job Group
	Year
	Male
	Female
	Total

	
	
	No
	%
	No
	%
	

	SOC 1
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 2
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 3
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 4
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 5


	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	SOC 6
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 7
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 8
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	SOC 9
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	

	

	TOTAL
	2005


	
	
	
	
	

	
	2006


	
	
	
	
	

	
	2007


	
	
	
	
	

	
	2008


	
	
	
	
	


Review of employment patterns and trends

	1.
	On the basis of the information in the preceding Tables has there been any change in:

	

	Yes
	No

	
	· the overall number of employees


	
	

	
	· the male and female proportions


	
	

	
	· the overall numbers employed in any of the main job groups


	
	

	
	· the male and female proportions in any of the main job groups
	
	

	
	
	
	

	2.
	Is there any evidence that males or females are well represented in one job group but not in another?
	
	


	
	Please comment: 

 

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	


	

	Yes
	No

	
	Is there evidence that males or females are represented in different proportions between those who normally worked 16 hours or more per week and those who normally worked less than 16 hours per week during this period?
	
	


	
	Please comment:  



	
	

	
	

	
	

	
	

	
	

	
	


4.
Please comment on the gender representation and on any changes or trends in the overall employment pattern and in the SOC groups taking account of:

· any organisational change (e.g. restructuring, relocation);

· extent of recruitment or redundancies 

· the effects of any positive action taken, or changes to employment practices and procedures you may have made.

	
	Please comment:  



	
	

	
	

	
	

	
	

	
	

	
	


 B.
REVIEW OF WORKFORCE FLOWS

Recruitment and selection – Individual Exercises

In Table 6 list all recruitment exercises to fill posts which were publicly advertised during the period of review. You may need to use continuation tables.  Alternatively, if you have collected this information in another way e.g. on computer or by maintaining a recruitment register of individual exercises, you may include a computer printout or the register as an appendix to this report.

Table 6:
Individual recruitment exercises (publicly advertised) during the review period

	Job Title, Location & Date Advertised
	Perm or Temp
	Where Advertised *
	
	Male
	Female
	Total

	
	
	
	
	No
	%
	No
	%
	No

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	

	
	
	
	Applicants
	
	
	

	
	
	
	Shortlisted
	
	
	

	
	
	
	Appointees
	
	
	


Recruitment and Selection

In Table 7 enter the overall numbers and percentages for recruitment exercises in each of the SOC groups.  Each year should correspond to a monitoring year with the first year beginning on the start date of the review period.

	Table 7:
	Overall recruitment in SOC groups in the period from
	 2005
	to
	2008


      (Insert the start and end dates of the review period)

	
	Male
	Female
	Total

	
	No
	%
	No
	%
	

	SOC 1

	YEAR 1 

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2     

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3    

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	


	SOC 2

	YEAR 1 

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2     

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3    

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	SOC 3

	YEAR 1

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	


	SOC 4

	YEAR 1 

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2     

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3    

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	SOC 5

	YEAR 1

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	


	SOC 6

	YEAR 1

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	SOC 7

	YEAR 1 

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2     

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3    

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	


	SOC 8

	YEAR 1

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	SOC 9

	YEAR 1 

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 2     

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 3    

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	

	YEAR 4

	Applicants
	
	
	

	Shortlisted
	
	
	

	Appointees
	
	
	


Using the information collected in Table 6 you should now calculate and enter in Table 7 the overall success rates for males and females for each job group over the four years of the review period.

The success rate is the number of appointees expressed as a percentage of applicants. 

For example:
In the Scales 1-2 group in Year 1 there were 100 Male and 50 Female applicants and there were 10 Male and 10 Female appointees.

the Male success rate 

=
10 
= 
0.1 
= 
10%

    
100

the Female success rate

=  
10 
= 
0.2 
= 
20%





          
50

Table 7:
Overall success rates in job groups

	SOC Group
	YEAR 1
	YEAR 2
	YEAR 3
	YEAR 4

	
	M
	F
	M
	F
	M
	F
	M
	F

	SOC 1


	
	
	
	
	
	
	
	

	SOC 2


	
	
	
	
	
	
	
	

	SOC 3 


	
	
	
	
	
	
	
	

	SOC 4


	
	
	
	
	
	
	
	

	SOC 5


	
	
	
	
	
	
	
	

	SOC 6


	
	
	
	
	
	
	
	

	SOC 7


	
	
	
	
	
	
	
	

	SOC 8


	
	
	
	
	
	
	
	

	SOC 9


	
	
	
	
	
	
	
	


Patterns and trends – individual exercises

You should examine closely the details of individual recruitment exercises in Table 6 before completing the following questions.

	1.
	Are there any particular exercises:
	
	

	
	

	Yes
	No

	
	which attracted a low number of male applicants 

which attracted a low number of female applicants 


	
	
               

	2.
	Is there any difference in the pattern of applicants for permanent and temporary posts?


	
	

	3.
	Are there any individual exercises where one gender appears 

to have fared less well at any stage of selection?



	
	SOC 1


	
	

	
	SOC 2


	
	

	
	SOC 3


	
	

	
	SOC 4


	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	

	
	
	
	


	
	If you have answered Yes to any of the above questions, please comment: 

	
	

	
	

	
	

	
	

	
	


Patterns, trends and success rates in job groups

You should examine closely the details of the overall pattern of recruitment and success rates in the various SOC groups (Table 7 & 8) before completing the following.

	4.
	Is there any evidence of change in the gender proportion of applicants?
	

	
	
	Yes
	No

	
	SOC 1
	
	

	
	SOC 2
	
	

	
	SOC 3
	
	

	
	SOC 4
	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	

	5.
	Is there any evidence that either gender has been less successful in obtaining posts in any of the job groups?
	

	
	
	Yes
	No

	
	SOC 1
	
	

	
	SOC 2
	
	

	
	SOC 3
	
	

	
	SOC 4
	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	


	
	If you have answered Yes to any of the above questions, please comment:

	
	

	
	

	
	

	
	

	
	


Promotions

You should consider as promotions those posts which were filled internally without any external advertisement.  Promotions would therefore include:

· those promoted through internal competition

· those promoted in other ways such as job evaluation

In Table 8, list details of all promotions by SOC group since the time of the last review.  

	Table 8:
	Composition of  promotees during the period from
	2005
	 to
	2008









  (Insert start and end dates of review period)

	Job Group
	Nature and duration  of promotion (e.g. permanent or temporary and expected length)
	Specify method of promotion (e.g.  internal competition, job evaluation)
	Gender of promotee

	
	
	
	M
	F

	SOC 1
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 2
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 3
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 4
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 5
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	


	SOC 6
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 7
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 8
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	

	SOC 9
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	TOTAL
	
	


Promotions following internal competition

In Table 9 provide information relating to promotions which were filled as a result of internal competition.

	Table 9:
	Composition of applicants and promotees resulting from internal competitions 


	SOC Group
	Promotion Stage
	Male
	Female

	
	
	No
	%
	No
	%

	SOC 1
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 2
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 3 
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 4


	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 5
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 6
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 7
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 8
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	

	SOC 9
	Applied
	
	

	
	Interviewed
	
	

	
	Promoted
	
	


	
	
	Yes
	No

	6.
	On the basis of the information in Tables 8 and 9 is there any evidence that one gender is less successful than the other in obtaining promotions?


	
	

	7.
	Are there any differences in the composition of those promoted for any job group?



	
	SOC 1
	
	

	
	SOC 2
	
	

	
	SOC 3
	
	

	
	SOC 4
	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	


	
	
	Yes
	No

	8.
	Is there any evidence that one gender is more likely to be promoted by any particular method than another?


	
	

	9.
	Does the composition of those who applied for promotion reflect the composition of those in the internal “feeder” job group?


	

	
	SOC 1


	
	

	
	SOC 2


	
	

	
	SOC 3


	
	

	
	SOC 4


	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	

	10.
	If any of the posts had been externally advertised, would you have expected the gender of applicants to be different?


	

	
	SOC 1


	
	

	
	SOC 2


	
	

	
	SOC 3


	
	

	
	SOC 4


	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	

	11.
	Is there any evidence that one gender is less successful than the other in internal competitions for promotion in any of the job groups?


	

	
	SOC 1


	
	

	
	SOC 2


	
	

	
	SOC 3


	
	

	
	SOC 4


	
	

	
	SOC 5


	
	

	
	SOC 6


	
	

	
	SOC 7 


	
	

	
	SOC 8


	
	

	
	SOC 9
	
	

	
	If you have answered Yes to any of these questions please comment:

	
	

	
	

	
	

	


Leavers

In Table 10 enter the composition of those who have left the organisation’s employment.

	Table 10:
	Leavers from
	2005
	  to
	2008


       (Insert start and end dates of review period)

	Year
	Main Job Group
	Male
	Female
	Total



	2005
	SOC 1
	
	
	

	
	SOC 2
	
	
	

	
	SOC 3
	
	
	

	
	SOC 4
	
	
	

	
	SOC 5
	
	
	

	
	SOC 6
	
	
	

	
	SOC 7
	
	
	

	
	SOC 8
	
	
	

	
	SOC 9
	
	
	

	

	2006
	SOC 1
	
	
	

	
	SOC 2
	
	
	

	
	SOC 3
	
	
	

	
	SOC 4
	
	
	

	
	SOC 5
	
	
	

	
	SOC 6
	
	
	

	
	SOC 7
	
	
	

	
	SOC 8
	
	
	

	
	SOC 9
	
	
	

	


	

	2007
	SOC 1
	
	
	

	
	SOC 2
	
	
	

	
	SOC 3
	
	
	

	
	SOC 4
	
	
	

	
	SOC 5
	
	
	

	
	SOC 6
	
	
	

	
	SOC 7
	
	
	

	
	SOC 8
	
	
	

	
	SOC 9
	
	
	

	

	2008
	SOC 1
	
	
	

	
	SOC 2
	
	
	

	
	SOC 3
	
	
	

	
	SOC 4
	
	
	

	
	SOC 5
	
	
	

	
	SOC 6
	
	
	

	
	SOC 7
	
	
	

	
	SOC 8
	
	
	

	
	SOC 9
	
	
	

	


	
	
	Yes
	No

	12.
	Is there any evidence that one gender is more likely to leave than another


	
	

	
	If Yes, please comment:

	
	

	
	

	
	

	
	

	
	


Transfers
In Table 11, enter the composition of those who have been transferred within departments or across locations during the review period. In many organisations transfer is part of flexible working arrangements.  

	Table 11:
	Transfers during the period from
	
	  to
	


                (Insert start and end dates of review period)

	
	Male
	Female
	Total

	
	No
	%
	No
	%
	No

	Total
	
	
	


Review of pattern and trends

	
	
	Yes
	No

	13.
	Is there any evidence that either gender is less likely to benefit from transfers within the organisation?   

                        
	
	


	
	If you have answered Yes to the above question please comment:

	
	

	
	

	
	

	
	

	
	

	
	


C.
TRAINING

This section has been designed to assist you to put together the information needed to review access to training for employment in your concern and training of employees in your concern.  

You should consider as training
(i)
training for employees.  This does not include training to enable employees to do their jobs or re-training associated with new employment methods.  It does include training such as management development training, further education, or special skills training which would benefit employees in terms of career development.

(ii)
training for those not employed by the organisation, such as trainees in Government funded training initiatives.  If you do not have monitoring information on such trainees, the T&EA may be able to help.

(iii) any training provided under Articles 48 and 49 of the Sex Discrimination (NI) Order 1976 (as amended).  These are specific forms of positive action protected under the Order. 

If you had a significant proportion of your workforce working less than 16 hours per week during this review period you should also examine access to training for this group.

In Table 12 enter the composition of those employees in your organisation who have received training which would be of benefit in terms of career development.

In Table 13 please enter the composition of those persons, not employed by your organisation who have received training as part of a Government training initiative and specify the type of training scheme(s).  

You should also complete the final section on positive action training.

	Table 12:
	Composition of employees who have received training from
	2005
	 to
	2008


(Insert dates of review period)

	SOC Group
	Male
	Female
	Total

	
	No
	%
	No
	%
	No

	SOC 1
	
	
	

	SOC 2
	
	
	

	SOC 3
	
	
	

	SOC 4
	
	
	

	SOC 5
	
	
	

	SOC 6
	
	
	

	SOC 7
	
	
	

	SOC 8
	
	
	

	SOC 9
	
	
	


Table 13:
Composition of those who have received training in your organisation as part of a Government training initiative during the review period

	Specify type of training
	Male
	Female
	Total

	
	No
	%
	No
	%
	No

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	Total
	
	
	


Positive Action training under Article 48 or Article 49 of the Sex Discrimination (NI) Order 1976 (as amended)

	
	
	Yes
	No

	1.
	Have you provided any positive action training under Article 48 or Article 49 of the Sex Discrimination (NI) Order 1976 (as amended)?


	
	

	
	If Yes, please describe the scheme(s) and the number of trainees in each case:

	
	

	
	

	
	

	

	
	On the basis of the information in Table 12

	
	

	2.
	Is there any evidence that:


	
	

	
	either gender is less likely than the other to have access to training and development opportunities?


	
	

	
	either gender is less likely than the other to avail of training and development opportunities?


	
	

	

	
	If you have answered Yes to any of these questions please comment:

	
	

	
	

	
	

	


D.
REVIEW OF WORK-LIFE BALANCE PROVISIONS
Range and Availability of Flexible Working

Do you have an organisational policy on flexible working?
Yes/No

In Table 14 indicate whether your organisation offers the types of flexible working opportunities listed.
Table 14:
Availability of Flexible working

	
	Available only to some staff


	Available to all staff

	Part-time working


	
	

	Term-time working


	
	

	Job-share


	
	

	Flexitime


	
	

	Compressed hours 


	
	

	Annual hours


	
	

	Working from home on a regular basis
	
	

	Mobile working


	
	

	Career breaks/sabbaticals


	
	

	Secondment to another organisation
	
	

	Time off for work in the community
	
	

	Other 


	
	


In Table 15 please indicate in column 1 if you operate policies that go beyond the level required by legislation.  Where you do offer more than the statutory minimum please indicate if this is with regard to the scope of the policy i.e. availability, its length or remuneration.

Table 15:
Policies and Procedures

	
	Offer more than statutory minimum
	Extended availability
	Extended length
	Enhanced pay

	Right to request flexible working


	
	
	
	

	Maternity provisions


	
	
	
	

	Paternity provisions


	
	
	
	

	Parental leave


	
	
	
	

	Dependants’ leave


	
	
	
	

	Comments:


In Table 16 please indicate the ways in which applicants/employees are made aware of the organisations policies regarding flexible working arrangements

Table 16:
Awareness of Flexible working opportunities

	Via the employee handbook


	

	During induction


	

	In recruitment / job documentation


	

	Intranet


	

	In the employee contract


	

	In recruitment advertising


	

	Training managers to communicate policy
	

	Staff Training


	

	Other – Please specify


	


Maternity Leave

In Table 17, enter the total number of employees availing of maternity leave during the review period and the number and proportion of these employees returning to work following the maternity leave period.

	Table 17:
	Employees availing of and returning from Maternity Leave from
	2005

	 to
	2008









  (Insert start and end dates of review period)

	Year
	Employees commenced  Maternity Leave
	Enter the total number and the proportion of these employees who;
	No:
	%

	2005
	
	a) Returned to work following Maternity Leave
	
	

	
	
	b) Requested new working arrangements upon return
	
	

	
	
	c) Granted new working arrangements upon return
	
	

	Year
	Employees commenced  Maternity Leave
	Enter the total number and the proportion of these employees who;
	No:
	%

	2006
	
	a) Returned to work following Maternity Leave
	
	

	
	
	b) Requested new working arrangements
	
	

	
	
	c) Granted new working arrangements
	
	

	Year
	Employees commenced  Maternity Leave
	Enter the total number and the proportion of these employees who;
	No:
	%

	2007
	
	a) Returned to work following Maternity Leave
	
	

	
	
	b) Requested new working arrangements
	
	

	
	
	c) Granted new working arrangements
	
	

	Year
	Employees commenced  Maternity Leave
	Enter the total number and the proportion of these employees who;
	No:
	%

	2008
	
	a) Returned to work following Maternity Leave
	
	

	
	
	b) Requested new working arrangements
	
	

	
	
	c) Granted new working arrangements
	
	


In Table 18, enter the total number of employees availing of paternity leave during the review period.

	Table 18:
	Employees availing of paternity leave from
	2005
	 to
	2008









  (Insert start and end dates of review period)

	Year
	Employees availing of Paternity Leave

	2005

	

	2006

	

	2007

	

	2008


	


In Table 19, enter the total number of employees availing of adoption leave during the review period.

	Table 19
	Employees availing of Adoption Leave  from
	2005
	 to
	2008









  (Insert start and end dates of review period)

	Year
	Employees requesting Adoption Leave



	
	Male
	Female

	2005

	
	

	2006

	
	

	2007

	
	

	2008

	
	


In Table 20, enter the total number of employees availing of dependants leave during the review period.

	Table 20
	Employees availing of Dependants Leave  from
	2005
	 to
	2008









  (Insert start and end dates of review period)

	Year
	Employees requesting Dependants Leave



	
	Male
	Female

	2005

	
	

	2006

	
	

	2007

	
	

	2008

	
	


In Table 21, enter the total number of requests made and requests accommodated during the review period.

	Table 21:
	Requests for Flexible Working Arrangements from
	2005
	 to
	2008








  (Insert start and end dates of review period)

	Year
	Type of arrangement
	Requests 

Made
	Requests 
Accommodated

	
	
	Male
	Female
	Male
	Female

	2005
	Part Time
	
	
	
	

	
	Flexi Time
	
	
	
	

	
	Job Share
	
	
	
	

	
	Term Time
	
	
	
	

	
	Other
	
	
	
	

	
	TOTAL
	
	
	
	

	2006
	Part Time
	
	
	
	

	
	Flexi Time
	
	
	
	

	
	Job Share
	
	
	
	

	
	Term Time
	
	
	
	

	
	Other
	
	
	
	

	
	TOTAL
	
	
	
	

	2007
	Part Time
	
	
	
	

	
	Flexi Time
	
	
	
	

	
	Job Share
	
	
	
	

	
	Term Time
	
	
	
	

	
	Other
	
	
	
	

	
	TOTAL
	
	
	
	

	2008
	Part Time
	
	
	
	

	
	Flexi Time
	
	
	
	

	
	Job Share
	
	
	
	

	
	Term Time
	
	
	
	

	
	Other
	
	
	
	

	
	TOTAL
	
	
	
	


E.     ANALYSIS OF COMPOSITION OF COUNCIL MEMBERS

This section has been designed to assist you to put together the information needed to review patterns and trends during the review period.

It would be useful for the data to be compiled for the 2001-2005 council as well as current arrangements.  

	Table 22:
	Overall Composition of Council


	Council Period


	Year
	
	Male
	Female
	Total

	2001-2005
	2001


	Number

%
	
	
	

	
	2002


	Number

%
	
	
	

	
	2003


	Number

%
	
	
	

	
	2004


	Number

%
	
	
	

	
	2005


	Number

%
	
	
	

	

	2006- 2008
	2006


	Number

%
	
	
	

	
	2007


	Number

%
	
	
	

	
	2008


	Number

%
	
	
	


In Table 23 please enter the composition of councillors by ward.

Please insert appropriate dates in year column.

* PEP Previous Election Period – Please enter the final composition of councillors in the previous election period (2001-2005)

	Table 23:
	Composition by Ward      


	Ward
	Year
	Male
	Female
	Total

	
	
	No
	%
	No
	%
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	

	
	PEP*
	
	
	
	
	

	
	2006
	
	
	
	
	

	
	2007
	
	
	
	
	

	
	2008
	
	
	
	
	


Table 24:
Key Positions   

In Table 24 please list key Council positions e.g. Mayor/Chair; Deputy Mayor/Vice Chair, Committee Chairs and Vice Chairs.

	Position
	Year
	Male

No.                  %
	Female

No.               %
	Total

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	


Table 25: 
Composition of Committees

In Table 25 please list Council committees, sub committees and working groups.

	Committee 
	Year
	Male

No.              %
	Female

No.                %
	Total

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	


Table 26:
Council Appointments

In Table 26 please list Council appointments to, for example, NILGA, NAC, public bodies or any other appointments.

	Name of Body/Organisation
	Year
	Male

No.              %
	Female

No.                %
	Total

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	

	

	
	2005
	
	
	

	
	2006
	
	
	

	
	2007
	
	
	

	
	2008
	
	
	


Table 27:
Training and Conferences

In Table 27 please list numbers of elected members attending training and conferences by year.

	Year
	Male
	Female
	Total

	
	No
	%
	No
	%
	No

	2005
	
	
	

	2006
	
	
	

	2007
	
	
	

	2008
	
	
	


Table 28:
Other Events

     In Table 28 please list numbers of elected members attending other notable events.

	Year
	Event
	Male
	Female
	Total

	
	
	No.
	%
	No.
	%

	2005


	
	
	
	

	2006


	
	
	
	

	2007


	
	
	
	

	2008


	
	
	
	


F.     REVIEW OF WORK-LIFE BALANCE PROVISIONS 

	In the space below please provide details of work life balance provisions for Elected Members .

· Examples of such provision may include consideration of  times or length of meetings or other provisions for those members with dependants or childcare commitments

	


G.   REVIEW OF ACTION PLAN

This section is designed to assist you to reflect the work of the Council in implementing the gender action plan.  Each section provides examples of the actions you may have taken or plan to take however the lists are not prescriptive.  

1.
Organisational Commitment

· Commit to and Promote Declaration of Principles on Gender Equality

· Establish and support Gender Champion role

· Establish internal Gender Steering Group

· Develop Gender Action Plan

· Integrate Gender Plan into Corporate aims and culture.

	


2.
Organisational Stock-taking and Goal Setting

· Monitor gender representation in employment including employees, applicants, appointees, promotees, leavers and contact workers.
· Monitor gender representation in political office and opportunities in the Council and on appointments to outside bodies, etc.

· Identify barriers to gender equality within the Council.

· Monitor the effectiveness of policies and procedures designed to promote access at all levels of the Council.

· Set goals and timetables.

	


3.
Policies, Procedures and Action Plans

· Review organisations Equal Opportunities and Harassment Policies and Procedures from a gender perspective with particular attention to new and impending legislative changes.

· Review all employment policies from a gender perspective.

· Review Council operating procedures and Codes of Conduct and other frameworks with particular attention to assisting reform and modernisation.
· Review Council policies from a gender perspective in relation to budget allocation, participation in conferences, training and other Council activities and opportunities as they affect councillors as well as staff.
· Agree action plans that will deliver gender equality results.

· Establish monitoring systems to assess application of procedures and results.

· Set up steering committee to oversee, monitor, lead and champion particular policies and practice and progress generally.

· Report to Council on progress.

	


4.
Implementation and Monitoring

· Review and further develop flexible working arrangements in line with legislative requirements and best practice.

· Implement a systematic and objective procedure for considering flexible working requests.

· Consider family and caring support for employees.

· Examine best practice gender equality models elsewhere.

· Develop good practice exchange and learning within Council.

· Establish regular progress reporting on action plans.

· Undertake progress monitoring and review at Council.

	


5. Recruitment, Nomination and Selection

· Review recruitment and selection policy and procedures and consider adoption of appropriate positive action measures under Sex Discrimination (NI) Order 1976 (as amended).

	


6.
Internal and External Communication 

· Demonstrate leadership and commitment to gender equality in articulation of Council’s corporate aims and culture.

· Publish Declaration of Principles on website and replicate in Council materials.

· Underpin commitment by regular restatement at Council meetings and to the public.

· Ensure regular briefings on progress on action plans and update staff on new developments.

· Build upon external links to further promote the gender action plan.

	


7.
Training and Development Strategy

· Review Council training and development strategy from gender perspective.

· Undertake equality awareness training and build Officer capacity to fulfil plan.

· Introduce targeted training and mentoring/shadowing to encourage development.

· Examine best practice models elsewhere.

· Establish a gender equality network within the Council for support and learning.

	


8.
Evaluation and Review 

· Monitor and regularly review implementation of action plan, including analysis of statistical monitoring and consultation on progress.

· Incorporate gender equality reviews into wider Council reviews.

· Review progress against goals and targets and provide rationale for results.

· Refocus action plan to improve results as necessary.

	


APPENDIX 1

THE LAW

The Sex Discrimination (Northern Ireland) Order 1976, as amended by the Sex Discrimination (Northern Ireland) Order 1998, the Sex Discrimination (Indirect Discrimination & Burden of Proof) Regulations (Northern Ireland) 2001,  the Employment Equality (Sex Discrimination) Regulations (Nortehrn Ireland) 2005,  and the Sex Discrimination (NI) Order 1976 (Amendment) Regulations 2008 makes it unlawful to discriminate against an individual on the grounds of his or her sex in the fields of employment; training and related matters; education; the disposal and management of premises; and the provision of goods, facilities and services. The Sex Discrimination Order also makes it unlawful to discriminate against married persons in employment. 

The Gender Reassignment Regulations (Northern Ireland) 1999 amends the Sex Discrimination Order to make it unlawful to discriminate on grounds of gender reassignment (sex change) in employment and training.  

The Equal Pay Act (Northern Ireland) 1970 (as amended), makes discrimination on the grounds of sex unlawful in the area of pay.  For further guidance please refer to the Equality Commission for NI and their Equal Pay Review Kit.

WHAT IS SEX DISCRIMINATION?

Discrimination is not simply unfairness. To be discriminated against means to be treated less favourably than others. Sex discrimination is less favourable treatment on the grounds of sex or marital status. This does not include sexual orientation. Separate legislation which deals with discrimination on grounds of sexual orientation was introduced in December 2003. 

EMPLOYMENT

The Sex Discrimination (NI) Order (as amended) outlaws discrimination by all employers, regardless of the size of the workforce in relation to opportunities for promotion, transfer or training, or to any other benefits and in relation to dismissal. It also outlaws discrimination in the recruitment of new employees, and in the terms of an offer of employment. It  also applies to:

· employment agencies; 

· sub-contractors; 

· trade unions and employer organisations; 

· bodies which confer qualifications;  

· vocational training providers; 

· those with the statutory power to select employees for others; 

· those who have the power to select office holders; 

· office holders; 

· barristers; and 

· partnerships.    

In addition, in certain circumstances, former employees will also have rights. For example, it would be unlawful for an employer to refuse to provide a work reference for a former employee on the grounds of sex.

EXCEPTIONS

The SDO provides that sex discrimination by an employer in recruitment, promotion, transfer and training is not unlawful where a person´s sex is a genuine occupational qualification (GOQ) for a job. For example, a woman or a man might be needed for a specific purpose such as a modelling or acting role, or where the job is a single sex hospital or prison. Ministers of religion are exempt where, for example, a requirement is applied which limits employment to one sex so as to comply with the doctrines of the religion.

DEFINITIONS OF DISCRIMINATION
DIRECT DISCRIMINATION
(Sex/ Martial status / Civil Partnership)
A person (‘X’) directly discriminates against another person (‘Y’) if, on the ground of Y’s sex or on the ground that Y is married or is a civil partner, X treats Y less favourably than he treats or would treat other persons. When making the comparison between how X treats Y and other persons, it is necessary to compare situations in which the relevant circumstances are the same or not materially different.

DIRECT DISCRIMINATION

(Pregnancy)
A person (‘X’) directly discriminates against a woman (‘Y’) if during a “protected period” and on the ground of Y’s pregnancy X treats Y less favourably than he would treat her had she not become pregnant.

DIRECT DISCRIMINATION

(Maternity Leave)
A person (‘X’) directly discriminates against a woman (‘Y’) if on the ground that Y is exercising or seeking to exercise, or has exercised or sought to exercise, a statutory right to maternity leave, X treats her less favourably than he would treat her if she were neither exercising nor seeking to exercise, and had neither exercised nor sought to exercise, such a right.

DIRECT DISCRIMINATION
(Gender Reassignment)
A person (‘X’) directly discriminates against another person (‘Y’) if, on the ground that Y intends to undergo, is undergoing or has undergone gender reassignment, X treats Y less favourably than he treats or would treat other persons. When making the comparison between how X treats Y and other persons, it is necessary to compare situations in which the relevant circumstances are the same or not materially different.

INDIRECT DISCRIMINATION

(Sex)
A person (‘X’) indirectly discriminates against another person (‘Y’) if he applies to Y a provision, criterion or practice which he applies, or would apply, equally to persons not of the same sex as Y but-

(a) which puts, or would put, persons of the same sex as Y at a particular disadvantage when compared to other persons; and

(b) which puts Y at that disadvantage; and

(c) which X cannot show to be a proportionate means of achieving a legitimate aim.

When making the comparison between how X treats persons who share the same equality characteristics as Y and other persons, it is necessary to compare situations in which the relevant circumstances are the same or not materially different.

INDIRECT DISCRIMINATION

(Marital status / Civil Partnerships)
A person (‘X’) indirectly discriminates against another person who is married or who is a civil partner (‘Y’) if he applies to Y a provision, criterion or practice which he applies, or would apply, equally to persons who are not married or who are not civil partners but-

(a)
which puts, or would put, persons who are married or who are civil partners at a particular disadvantage when compared to other persons; and

(b) which puts Y at that disadvantage; and

(a) which X cannot show to be a proportionate means of achieving a legitimate 

aim.

When making the comparison between how X treats persons who share the same equality characteristics as Y and other persons, it is necessary to compare situations in which the relevant circumstances are the same or not materially different.

DEFINITION OF SEX HARASSMENT
A person (“X”) subjects a person (“Y”) to harassment if-

(1)
on the ground of Y’s sex, X engages in unwanted conduct which has the purpose or effect of-

(a)
violating Y’s dignity, or

(b)
creating an intimidating, hostile, degrading, humiliating or offensive environment for Y, or

(2)
X engages in any form of unwanted verbal, non-verbal or physical conduct of a sexual nature that has the purpose or effect of-

(a)
violating Y’s dignity, or

(b)
creating an intimidating, hostile, degrading, humiliating or offensive environment for Y, or

(3)
on the ground of Y’s rejection of or submission to unwanted conduct of a kind mentioned at (1) or (2) above, X treats Y less favourably than X would treat Y had Y not rejected, or submitted to, the conduct.

Conduct shall be regarded as having the effect specified above only if, having regard to all the circumstances, including in particular the perception on Y, it should reasonably be considered as having that effect.

DEFINITION OF GENDER REASSIGNMENT HARASSMENT
A person (“X”) subjects a person (“Y”) to harassment if-

(1)
on the ground that Y intends to undergo, is undergoing or has undergone gender reassignment, X engages in unwanted conduct which has the purpose or effect of-

(a)
violating Y’s dignity, or

(b)
creating an intimidating, hostile, degrading, humiliating or offensive environment for Y, or

(2)
on the ground of Y’s rejection of or submission to unwanted conduct of a kind mentioned at (1) above, X treats Y less favourably than X would treat Y had Y not rejected, or submitted to, the conduct.

Conduct shall be regarded as having the effect specified above only if, having regard to all the circumstances, including in particular the perception on Y, it should reasonably be considered as having that effect.

HARASSMENT OF PERSONS WHO ARE MARRIED OR ARE CIVIL PARTNERS
In this context there is no special statutory definition of harassment comparable to those which apply in the other equality areas and which are described above. Nevertheless, offensive behaviour which is directed at persons who are married, or who are civil partners, is likely to constitute direct discrimination (i.e. A person (‘X’) directly discriminates against another person (‘Y’) if, on the ground that Y is married or is a civil partner, X treats Y less favourably than he treats or would treat a person who is not married or who is not a civil partner). Furthermore, offensive behaviour which is directed at persons who are civil partners is likely to constitute harassment on the grounds of sexual orientation.

APPENDIX 2

POSITIVE ACTION ENCOURAGEMENT - OFFICERS
Efforts to achieve equality of opportunity for women and men may include, where appropriate, the development of positive action measures. This is facilitated by Articles 48 and 49 of the Sex Discrimination (NI) Order 1976 (as amended), which allows employers to encourage persons of a particular sex to apply for jobs if few or no people of that sex have done that type of work in the previous twelve months.

2.1 It is recommended that employers consider using positive action encouragement when no members of one sex or only comparatively small numbers of that sex were employed in particular jobs at any time within the past twelve months.

Positive action encouragement can take a number of forms, including positive action advertising.  Positive action encouragement should not be used to redress an overall imbalance of women and men in the organisation.  It should only be used for jobs where one sex has been under-represented at any time within the previous twelve months.  Under-representation can be within Northern Ireland as a whole or within a particular area.  Positive action encouragement can be used for new jobs within an organisation but only if a comparatively small number of the under-represented sex has been doing that job within Northern Ireland at any time within the previous twelve months.

In circumstances where positive action advertising is lawful, advertisements may be placed in publications which attract predominantly female or male readers.

Examples of special encouragement in advertisements could include:

· “This company, recognising that it has no female electricians, will welcome applications from women for this post”;

· “At present none of our secretarial staff are men; therefore, applications from men as well as women are welcome”;

· “Women can be technicians too!  At present this Company has few women in this area and applications from suitably qualified women are particularly welcome”.

Another form of positive action encouragement is single-sex training which may also be offered in circumstances where that sex is under-represented in particular work or has been in the past twelve months.  Also, positive action training may be provided to people in special need because they have been engaged in discharging domestic or family responsibilities to the exclusion of full-time employment for a period of time.  The purpose of positive action training is to provide members of the under-represented group with the skills and abilities to enable them to compete for vacancies on an equal basis.  Examples of positive action training include management skills courses for women and engineering training courses for women.

Examples of positive action outreach measures could include visits to girls’ schools and work shadowing for females in order to encourage girls to consider non-traditional work.

APPENDIX 3

POSITIVE ACTION – ELECTED MEMBERS

The Sex Discrimination (Election Candidates) Act 2002
The Sex Discrimination (Election of Candidates) Act 2002 enables political parties to adopt positive measures to reduce inequality in the numbers of men and women elected as representatives of their party. It removes domestic legal barriers in the Sex Discrimination (Northern Ireland) Order 1976.
The law allows every registered party to take action for all elections between 2002 -2015 ‘to reduce inequality in the numbers of men and women elected as its candidates.  The legislation is permissive not prescriptive, and allows parties to decide whether and in what way they wish to reduce the inequality.’

The legislation extends to England, Scotland, Wales and Northern Ireland.  All political parties registered in the Northern Ireland register may regulate the selection of candidates for parliamentary, European Parliament, Northern Ireland Assembly and local government elections.
[Sex Discrimination (Election of Candidates) Act 2002 Explanatory Notes]

There is much evidence to suggest that positive measures are extremely effective at achieving greater gender equality in politics. The Equal Opportunities Commission’s 2001 report, Women in Parliament: a comparative analysis, concluded that positive measures were the ‘decisive factor’ in increasing women’s representation across the European Union member states. Research published by the Fawcett Society also concluded that the only way to increase women’s representation significantly, in all parties, is through the use of positive measures.

Extract from DTI Publication Women & Equality Unit 2003 entitled ‘The Sex Discrimination

(Election Candidates) Act’.
































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































� A “protected period” is generally the period that commences when Y becomes pregnant and ends when her entitlement to ordinary or, where applicable, additional maternity leave ends or, if earlier, when she returns to work. For a woman who is not entitled to ordinary maternity leave, the protected period ends at the end of a period of two weeks after the end of the pregnancy.


� This definition applies only in relation to employment, occupations and employment-related training. A different definition applies in relation to the provision of goods, facilities and services to the public.
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