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Glossary of Terms

The following terms and abbreviations are used throughout this Report:

COMMUNITY BACKGROUND: This is classified as follows:

P
Protestant

RC
Roman Catholic

ND
Community background cannot be determined.

DISTRICT COUNCILS: The 26 district councils in Northern Ireland are as follows:

Antrim Borough Council

Ards Borough Council

Armagh City and District Council

Ballymena Borough Council

Ballymoney Borough Council

Banbridge Borough Council

Belfast City Council

Carrickfergus Borough Council

Castlereagh Borough Council

Coleraine Borough Council

Cookstown District Council

Craigavon Borough Council

Derry City Council

Down District Council

Dungannon District Council

Fermanagh District Council

Larne Borough Council

Limavady Borough Council

Lisburn Borough Council

Magherafelt District Council

Moyle District Council

Newry & Mourne District Council

Newtownabbey Borough Council

North Down Borough Council

Omagh District Council

Strabane District Council

ROUNDINGS: Throughout this Report the percentages quoted in the narrative are to one decimal place and may not necessarily total to 100%.  Percentage figures are placed in brackets.

STANDARD OCCUPATIONAL CLASSIFICATIONS: This is a means of identifying and grouping occupations according to similarity of qualifications, training, skills and experience commonly associated with the performance of the post.  Examples of how these may relate to local government are:

SOC1 Managers and Administrators 

Chief Executive, Town Clerk, Registrar, Managers in Finance, Personnel, Leisure Services, Technical Services

SOC2 Professional Occupations

Lawyers, Engineers, Building Surveyors, Chartered/Certified Accountants

SOC3 Associate Professional and Technical Occupations

Building Control Officer, Personnel Officer, Computer Analyst, Community Development Officer, Coach/Instructor, Committee Clerk

SOC4 Clerical and Secretarial Occupations

Clerical Assistant/Officer, Word Processor Operator, Secretary, Business Support Assistant, Receptionist, Office Manager

SOC5 Craft and Skilled Manual Occupations

Mechanic, Groundsperson, Plantfitter

SOC6 Personal and Protective Service Occupations

Swimming Pool Attendant, Caretaker, Park Ranger, Dog Warden

SOC7 Sales Occupation

Cashier, Retail Cash Desk Operator

SOC8 Plant and Machine Operatives

Driver

SOC9 Other Occupations

Refuse Collector, Road Sweeper, Catering Assistant, Cleaner
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1.0
INTRODUCTION


General

1.1
This is the first Equal Opportunities Report issued by The Local Government Staff Commission for Northern Ireland.  Further reports will be issued biennially.

1.2
The Report details the composition of the district councils in terms of sex and community background at 1 January 1996.  It also describes equal opportunity developments and initiatives which occurred in the district councils up to October 1996.
1.3
The aim of the Report is to give a better understanding of the District Councils’ actions and achievements in promoting equal opportunities.

1.4
The Commission recommended a model equal opportunity policy and complementary monitoring arrangements in November 1989 which were adopted by all  the district councils.  The central core of this policy is that all eligible persons will have equal opportunity for employment on the basis of their ability, qualifications and aptitude.  The application and effects of this policy are documented in this Report.

1.5
All posts in the district councils are recruited in line with the Commission’s Code of Procedures on Recruitment and Selection.  Recruitment arrangements are founded on the principles of fair and open competition and selection on merit.

1.6
All staff have the right to equality of opportunity in their terms and conditions of employment, career development, and to a working environment free from discrimination and harassment.  The Chief Executive of each district council has responsibility for ensuring that the equal opportunity ethos is firmly embedded in, and informs day to day personnel practices and procedures.  Each individual member of staff also has an important role to play in complying with the equal opportunity policy and ensuring that the district councils are a harmonious environment within which to work.

1.7
The report considers the following areas:


Statistical information - the composition of the district council workforce; applicants for posts; and appointees.  These groups are broken down by gender, community background, Standard Occupational Classification (SOC) and salary scale.


Tribunal cases - an analysis of cases before the Fair Employment and Industrial Tribunals involving District Councils.


Equal opportunities and related issues - particularly affirmative and positive action programmes and initiatives implemented by the councils.

1.8
Finally the report makes recommendations to improve equal opportunities and build on existing good practice, and sets out an action list for the Commission.

2.0
METHODOLOGY


Sources of Information

2.1
A variety of sources of information have been used in compiling the report.

2.2
Statistical information was abstracted from:


Fair Employment Commission (FEC) Monitoring Returns 1993.


Fair Employment Commission (FEC) Monitoring Returns 1996.


District Council half year staff returns for March 1996.


Reports to the Working Group on Equality of Opportunity in 1993 which analysed the composition of the district councils by community background and gender.

2.3
There is a discrepancy in the total number of employees declared in the monitoring returns (7846) and in the district council half year staff returns (8446).  The district council half year staff returns include staff working less than 16 hours per week. These staff are not included in the annual monitoring return.  In addition, the monitoring return details staff employed on 1 January of any year while the district council half year staff return relates to staff in post on 31 March.  The district council half year staff return may, therefore, include staff recruited for seasonal posts over the Easter period.

 2.4
To supplement information taken from the above mentioned sources and the first Section 31 review reports which were completed by the district councils in 1993, a questionnaire was distributed to all councils in March 1995.  The questionnaire sought details of equal opportunity policies, procedures and initiatives currently in place.  This information was updated in November 1996.

3.0
COMPOSITION


Overall
3.1
At 1 January 1996, 7846 staff were employed in the District Councils.  This represents a decrease of 3.8% in the total number of employees since 1993 when the number employed was 8157.

3.2
Of the total number of staff employed in 1996, 67% were male and 33% were female.  62% were classified as Protestants, 35% as Roman Catholics and 3% as non-determined. Of the total number of staff employed in 1993, 70% were male and 30% were female.  63% were classified as Protestants, 34% as Roman Catholics and 3% as non-determined.  The total number of female staff has increased by 3% and the total number of Roman Catholics has increased by 1%.  Table 1 below summarises the composition of the District Councils.

Table 1: Composition of the District Councils at 1 January 1993 and 1996

SEX
COMMUNITY BACKGROUND
TOTAL


Male
Female
P
RC
ND


1993
5677 (70)
2480 (30)
5170 (63)
2740 (34)
247 (3)
8157 (100)

1996
5219 (67)
2627 (33)
4853 (62)
2733 (35)
260 (3)
7846 (100)

3.3
Figures 1 and 2 below shows the District Council staff by gender and community background at 1 January 1996.

Figure 1: Male and Female Staff in the District Councils at 1 January 1996


Figure 2: Staff employed in the District Councils by Community Background at 

1 January 1996




Composition by Community Background

3.3
To analyse the composition of the district councils by community background the annual fair employment monitoring returns have been used.  The information in the monitoring return is detailed by Standard Occupational Classification (SOC) (see page 4 for SOC listings).  Information by grade is not available for community background.

3.4
Table 2 below summarises the composition by community background of the District Councils by Standard Occupational Classification (SOC).

Table 2: Composition of District Councils by community background (SOC)
SOC
1993


1996


TOTAL




%P
%RC
%ND
%P
%RC
%ND
1993
1996

SOC1
70
26
4
65
30
5
784
(10)
837
(11)

SOC2
46
46
9
54
42
4
57
(1)
122 
(2)

SOC3
62
33
5
60
34
6
782
(10)
822 
(10)

SOC4
65
34
1
62
36
2
1299
(16)
1388 
(18)

SOC5
67
31
2
63
35
2
863
(11)
711 
(9)

SOC6
58
38
4
57
38
4
1009
(12)
983 
(13)

SOC7
65
35
0
59
38
3
17
(0)
29 
(0)

SOC8
67
30
3
65
32
3
853
(10)
780
(10)

SOC9
62
36
3
62
36
3
2493
(31)
2174
(28)

TOTAL
63
34
3
62
35
3
8157
(100)
7846 
(100)

3.4
In 1996, when comparing the composition of individual SOCs with the council workforce as a whole,  Protestants are under-represented in SOC2 (Professional Occupations), SOC3 (Associate Professional and Technical Occupations), SOC6 (Personal and Protective Occupations), and SOC7 (Sales Occupations).  Roman Catholics are under-represented in SOC1 (Managers and Administrators), SOC3 (Associate Professional and Technical Occupations),  and SOC8 (Plant and Machine Operatives.  

3.5 
In comparing 1993 and 1996, there has been a 1% increase in Roman Catholic staff overall.  There is an increase in Roman Catholics of 4% in SOC1 (Managers and Administrators), 1% in SOC3 (Associate and Professional Occupations), 2% in SOC 4 (Clerical and Secretarial Occupations), 3% in SOC7 (Sales Occupations) and 2% in SOC8 (Plant and Machine Operatives).  There has been an increase in Protestant staff of 8% in SOC2 (Professional Occupations).


Composition by Gender (SOC)

3.6
Table 3 below summarises the composition by gender of the District Councils by Standard Occupational Classification (SOC).

Table 3: Composition of District Councils by Gender (SOC)
SOC
1993


1996


TOTAL




% Male
% Female
% Male
% Female
1993
1996

SOC1
76
24
71
29
784
(10)
837
(11)

SOC2
77
23
74
26
57
(1)
122
(2)

SOC3
67
33
65
35
782
(10)
822
(10)

SOC4
16
84
14
86
1299
(16)
1388
(18)

SOC5
97
3
97
3
863
(11)
711
(9)

SOC6
67
33
66
34
1009
(12)
983
(13)

SOC7
59
41
41
59
17
(0)
29
(0)

SOC8
99
1
99
1
853
(10)
780
(10)

SOC9
78
22
77
23
2493
(31)
2174
(28)

TOTAL
70
30
67
33
8157
(100)
7846
(100)

3.7
In 1996, over 70% of the staff employed in occupational groups, SOC1 (Managers and Administrators), SOC2 (Professional Occupations), SOC5 (Craft and Skilled Manual Occupations), SOC8 (Plant and Machine Operatives), and SOC9 (Other Occupations) are male.  In SOC5 and SOC8, 97% and 99% of the staff employed are male.  86% of the staff employed in SOC4 (Clerical and Secretarial Occupations) are female.

3.8
Between 1993 and 1996, there has been a 3% increase in female staff overall.  There is an increase in females of 5% in SOC1 (Managers and Administrators), 3% in SOC 2 (Professional Occupations), 2% in SOC3 (Associate and Professional Occupations), 2% in SOC 4 (Clerical and Secretarial Occupations), 1% in SOC6 (Personal and Protective Service Occupations), 18% in SOC7 (Sales Occupations) and 1% in SOC9 (Other occupations).  


Composition by Gender (Grade)

3.9
The majority of  staff in the senior and managerial posts are male.  96% of Chief Executives and Chief Officers are male.  88% of staff in grades PO41 - 49 are male.  75% of staff in grades PO33 - 41 are male.  

3.10
Female staff are concentrated in the clerical and administrative grades.  71% of staff on Scales 3/4 and 85% of staff on Scales 1/2 are female. 

3.11
Table 4 below sets out the composition of male and female staff by grade at 31 March 1993 for comparison purposes. 

Table 4: Male and Female Staff by Grade at 31 March 1993

GRADE
MALE
%
FEMALE
%
TOTAL 
%



CEx/CO
194
97
7
3
201
2

PO41-49
83
95
4
5
87
1

PO33-41
194
84
37
16
231
3

SO1/2
318
73
115
27
433
5

Scales 5/6
329
59
230
41
559
6

Scales 3/4
359
42
497
58
856
10

Scales 1/2
147
16
764
84
911
11

Manual
4218
79
1128
21
5346
62

TOTAL
5842
68
2782
32
8624
100

3.12
There has been some movement since 1993.  There are only 14 fewer staff employed in the district councils in 1996.  However, there has been a 1% increase in female staff who are Chief Officers or Chief Executives, a 7% increase in PO41 - 49, a 9% increase in PO33 - 41 and a 10% increase in SO1/2.


Full and Part Time Staff

3.13
Table 5 below summarises the number of full and part time staff by grade employed in the district councils.

Table 5: Full and Part Time Staff Employed in the District Councils by Grade
GRADE
FULL TIME MALE
PART TIME MALE
FULL TIME FEMALE
PART TIME FEMALE
TOTAL


No
%
No
%
No
%
No
%
No
%

CEx/CO
189
96


8
4


197
2

PO41-49
136
88


18
12


154
2

PO33-41
252
75


80
24
2
1
334
4

SO1/2
332
63
1
0
187
35
10
2
530
6

Scales 5/6
404
56
3
0
300
41
16
2
723
8

Scales 3/4
220
29
4
1
472
63
58
8
754
9

Scales 1/2
114
12
24
3
504
55
278
30
920
11

Manual
3308
66
501
10
321
6
868
17
4998
58

TOTAL
4955
58
533
6
1890
22
1232
14
8610
100

3.7
20% of all staff work part time, 39% of female staff and 10% of male staff.  95% of staff who work part time are manual workers or on Scale1/2.   There are no part time staff above PO41.


Conclusions

3.8
There has been some movement of staff between 1993 and 1996.  There has been an increase in Roman Catholics and females overall and in the senior and managerial grades and SOCs 1 and 2.  However the majority of staff in the senior grades are still Protestant  and male.
4.0
Analysis of Applicants and Appointees

overall

4.1
The district councils received 23736 applications in 1995. 2358 (10%) applicants were appointed to posts within the district councils.  

4.2
Care should be taken in the overall analysis of applicant and appointment figures as:


a)
Due to the technicalities of the monitoring regulations, all appointments for a particular year may not be included in the monitoring return.


b)
Important differences in individual recruitment exercises may be masked by looking at the overall figures only.


Community Background

4.3
Of the applications received, 55% of were Protestant, 39% were Roman Catholics and 5% were non-determined. Of those appointed, 58% were Protestants, 36% were Roman Catholics and 5% were non-determined.


Gender
4.4
Of the applicants, 57% were from males and 43% from females. The composition of appointees in 1995 was also 57% male and 43% female.

4.5
Table 6 below summarises the composition of applicants and appointees.

.Table 6: Composition of Applicants and Appointees at 1 January 1996


SEX
COMMUNITY BACKGROUND
TOTAL


Male
Female
P
RC
ND


Applicants
13547 (57)
10189 (43)
13146 (55)
9303 (39)
1287 (5)
23736 (100)

Appointees
1348 (57)
1010 (43)
1379 (58)
850 (36)
129 (5)
2358 (100)


Appointees by SOC
4.6
Applicant information is not available by SOC as employers are not required to submit information on applicants by SOC on their monitoring return.   

4.7
The majority of appointments (37%) were made to SOC9.  Only 1% of appointments were made to SOC2. Table 7 below summarises the composition of appointees by SOC.

Table 7: Composition of  Appointees by Standard Occupational Classification
SOC
SEX


COMMUNITY BACKGROUND


TOTAL




% Male
% Female
% P
% RC
% ND
No
%

SOC1
3
4
3
3
8
74
3

SOC2
1
1
1
1
2
25
1

SOC3
7
8
7
8
12
178
8

SOC4
2
25
11
14
11
285
12

SOC5
11
2
6
9
3
161
7

SOC6
24
32
30
22
31
642
27

SOC7
1
3
3
2
0
52
2

SOC8
4
0
3
3
1
59
3

SOC9
47
25
37
39
33
882
37

TOTAL
57
43
58
36
5
2358
100

5.0
EMPLOYMENT PRACTICES AND PROCEDURES


Code of Procedures

5.1
Under Section 40 of the Local Government Act (NI) 1972, the Commission is responsible for establishing a Code of Procedures for securing fair and equal consideration of applications to councils by persons seeking to be employed by them as officers.

5.2
In 1974 the Commission issued Employment and Promotion Procedures which were subsequently reviewed in 1978.  A major review was carried out in 1992 and the Code of Procedures on Recruitment and Selection came into effect from October 1992.  Minor revisions were carried out in September 1993.  In 1996 the Commission agreed a revised Code of Procedures which consolidates amendments made since the last edition and incorporates other Commission documents.  

5.3
All posts in the district councils are recruited in line with the Commission’s  Code of Procedures on Recruitment and Selection.


Commission Observers

5.4
Commission members and officers attend appointment panels in the role of observer to ensure that the Code of Procedures is correctly implemented.  Observers attend panels for all posts grades above National Joint Council (NJC) spinal column point 34 (£19818 at 1 April 1996) in the district councils and NJC spinal column point 36 (£20766) in the NIHE.  Panels or lower graded posts are also attended by observers on an occasional basis.

5.5
Reports from observers are submitted to the Commission’s Chief Executive following appointment panel meetings and are discussed by Commission members to ensure consistency in the application of the Code.  During the 1995/6 financial year, Commission observers attended a total of  81 panels.


Assessment Centres
5.6
Assessment Centres typically include the use of in-tray exercises, personality profiles, job simulation exercises, and written and oral presentations.  The information gained on each candidate is then used to assist appointment panels in reaching final selection decisions.

5.7
In July 1993 the Commission launched a major assignment to research, develop and validate assessment.   Commission staff now regularly carry out assessment arrangements for Chief Executive and Chief Officer posts, with the assistance of a local government consultant.  

Internal Trawling 

5.8
In December 1993 the Fair Employment Tribunal, in McCausland v. Dungannon District Council, ruled that the internal trawl procedure gave rise to indirect discrimination and its use could not be justified on the basis of a real need on the part of the Council.  The Commission decided to carry out a comprehensive review of the internal trawling arrangements, in consultation with the Fair Employment and Equal Opportunities Commissions.  

5.9
An initial scoping study was carried out by a temporary research officer, employed by the Commission, with the assistance of the Policy, Planning and Resource Unit of the NI Civil Service.

5.10
The results of the analysis of the research clearly show disparate impact on the grounds of religion and/or gender which constitutes primae facie unlawful indirect discrimination.  Such discrimination must be justified if the internal trawl is not to be held unlawful.  In the light of these findings, consideration must now be given to a new and imaginative method of recruiting for the local government service which will include:-


-
extending the public advertisement of posts to a further 3 promotional levels.


-
the drafting of agreed affirmative action plans for individual councils.


-
the introduction of a new promotion procedure based on the banding of grades.


-
the inclusion of appraisal based information in the promotion process.


-
increased emphasis on training and development for staff to ensure that both individual and corporate development needs are fully addressed.

5.12
A report on the research findings and recommendations was widely circulated for comment and discussed with the Equal Opportunities and Fair Employment Commissions.

5.13
SOLACE established a Pilot Study Group consisting of district council Personnel Officers, with assistance from the Staff Commission, to examine how the proposals might be operationalised at local level.  The new recruitment arrangements will be piloted throughout the 26 district councils in 1997.

6.
TRAINING


General

6.1
Training has an important role to play in the development of staff competence and potential.  It also provides a vehicle for disseminating equal opportunity awareness and good practice.

6.2
Training in the district councils takes the form of  training courses relevant to the employee’s job and post-entry development training in the form of  day release, open university, evening classes and distance learning.


Nomination

6.3
The general requirement for nomination to a training course is that the training should be job related or should enhance existing job skills.  Details of short courses are circulated to all staff and individuals nominate themselves or are nominated by their line manager.  For post-entry development training, employees make application to their line manager who assesses the relevance.  


Monitoring of training

6.4
All 26 councils, at present, do not record the attendance of  staff on training courses and, therefore, do not monitor in terms of gender and religion the actual composition of those participating in training.


Women’s Development Training

6.5
In 1994 two programmes of Women’s Development Training were commenced, one for women in administrative grades and the other for women in managerial and professional posts.  The response to these programmes was very positive and they will be repeated annually.


Recruitment and Selection Training
6.6
In 1995 a major programme of selection interviewing training was commenced with the objective of training all staff who participate in shortlisting and interview panels.  Each course was followed up with a seminar in which representatives of the Equal Opportunities and Fair Employment Commissions and the Staff Commission highlighted aspects of good practice contained in the Codes of Practice and the Code of Procedures on Recruitment and Selection.


Equal Opportunity Awareness Training

6.7
A programme of equal opportunities awareness training for the district councils was developed in conjunction with the Fair Employment Commission and was presented to the Personnel Officers as a ‘Training for Trainers’ package in January 1996.  

7.
Action on fair EMPLOYMENT

Section 31 Reviews

7.1
Section 31 of the Fair Employment (NI) Act 1989 requires an employer to review, at least once every three years, the employment practices and composition of the organisation to determine the extent to which it provides, and will continue to provide, fair participation for both sections of the community.  Where there is evidence of a lack of fair participation the employer must determine on the affirmative action that would be reasonable and appropriate and, where practicable, set goals and timetables.

7.2
Each council is responsible for carrying out its own review.  The Commission, in conjunction with the Fair Employment Commission, provided the councils with advice and guidance on how to complete the reviews.  Section 31 reviews were completed by each of the district councils on 1 January 1993 and 1 January 1996.


First Reviews

7.3
Following completion of first reviews the Commission and individual councils discussed the outcome of the reviews with the Fair Employment Commission.  It was clear from these discussions that while most councils were prepared to amend or refine their personnel practices and equal opportunities policies and procedures they had difficulties with the concepts of fair participation, outreach affirmative action and goals and timetables.


Affirmative Action Measures

7.4
In conjunction with the Commission, the Fair Employment Commission prepared a model affirmative action programme for councils and recommended that they should consider adopting the programme (tailored to their individual situations) as part of their second Section 31 reviews.  The Commission has incorporated the programme into its revised Code of Procedures on Recruitment and Selection.  At the time of completion of this report the Fair Employment Commission had obtained reports of second reviews from most councils and had begun detailed discussions on affirmative action measures with them.


Joint Declaration of Protection
7.5
Eight councils have an agreed and signed Joint Declaration of Protection.  Five councils are drafting statements and are close to agreement.  Four councils have begun to draft statements.



Sectarian Harassment
7.6
Nine councils have a policy for dealing with harassment.  Most of the remaining councils are currently drafting such a policy.


Equal opportunity awareness training


7.7
A programme of equal opportunities awareness training for the district councils was developed in conjunction with the Fair Employment Commission and was presented to the Personnel Officers as a ‘Training for Trainers’ package in January 1996.  

8.
ACTION PLAN FOR WOMEN


Background

8.1
In September 1993 the Working Group on Equality of Opportunity considered a report which examined the position of women in the district councils.  The report concluded that the majority of women were concentrated in the middle and lower grades,  particularly in administrative and clerical  posts while the majority of staff in the senior and managerial grades are male.


Attitude Survey

8.2
The Working Group then carried out an attitude survey from a sample of female staff (and a small number of male staff as comparators) on all grades in the district councils.  The attitude survey examined the respondents’ attitude to promotion, perception of any barriers to progression and what initiatives would assist them to balance their home and working lives.


Action Plan

8.3
Arising from the responses to the attitude survey, the Working Group set out an action plan to increase the representation of women at all levels and in all areas of the district councils as follows:-


(i)
Family friendly policies




The availability of family friendly policies in the district councils is set out in Section 9.  The Commission is working with the councils to encourage the implementation of such policies.


(ii)
Equal opportunity awareness training




A programme of equal opportunities awareness training for the district councils was developed and was presented to the Personnel Officers as a ‘Training for Trainers’ package in January 1996.  


(iii)
Promotion/career opportunities



The Working Group agreed to examine the suitability of  a promotions procedure or career structure following the completion of the review of the internal trawling arrangement.  The new recruitment arrangements will be put in place in the district councils in 1997.


(iv)
Women’s development programme




Two programmes of Women’s Development Training were commenced in 1994 one for women in administrative grades and the other for women in managerial and professional posts.  The response to these programmes was very positive and they will be repeated annually.


(v)
Qualifications




The Commission is encouraging councils to consider carefully the requirements regarding essential and preferred qualifications when compiling personnel specifications.  There may be posts for which experience could be rated more highly than formal qualifications, or where a number of years more experience could be required as an alternative to formal qualifications.  Councils are also encouraged to provide day release and other assistance to officers to enable them to undertake formal qualifications which may be appropriate to their promotion prospects.



Sexual harassment
8.4
Seven councils have a policy for dealing with sexual harassment.  The remaining councils are currently drafting such a policy.

9.
FAMILY FRIENDLY WORKING PRACTICES


General

9.1
The Commission is committed to encouraging the councils to implement family friendly policies to assist staff to balance their home and working lives.

Flexible Working

9.2
Flexitime allows staff to have some flexibility on when they start and finish work, and in the length of lunchbreak they take, subject to them being present for a specific number of hours each accounting period and certain core hours.  These arrangements contribute to better staff morale and to the retention and development of staff.  

9.3
15 councils operate flexitime schemes.


Part Time Work and Job Sharing

9.4
20% of staff work part time, 39% of female staff and 10% of male staff.  Part time work includes job sharing in which two or more people share the responsibilities of what is normally a full time job.  The benefits are that two people bring two sets of skills and experience to a job.


9.5
Fourteen Councils currently have job sharing policies.  The remaining 12 Councils stated that a request for job sharing would be looked at on an individual basis.


Career Breaks

9.6
A career break allows staff to leave their post for a number of years and return to a similar post.  They are useful in allowing staff to suspend their careers temporarily to care for dependent relatives or to acquire academic or other qualifications.

9.7
Six Councils have career break policies.  Four councils stated they had an informal policy.  Sixteen councils would consider a request for a career break on an individual basis.


Paid Leave
9.8
Some councils offer paid leave over and above the NJC recommended guidelines. 

9.9
One council has a policy on carer leave. 

9.10
Three councils have policy on adoptive leave.

9.11
All other councils stated that carer and adoptive leave could be included in the ‘special leave’ entitlement. 

10.0
eMPLOYMENT OF PEOPLE WITH DISABILITIES


policy
10.1
The Commission is currently preparing a model policy and procedures for the employment of people with disabilities.  The objective of the policy is to integrate staff with disabilities fully into the workforce.


Employers’ Forum on Disability
10.2
The Employers’ Forum on Disability aims to encourage and assist organisations to employ more people with disabilities by promoting equality of opportunity.  The Commission is committed to the Agenda for Positive Action, an employer driven charter to increase equality of opportunity in the labour market for people with disabilities.  Commission staff participate in a local working group to develop networks and exchange information on good practice.

10.3
Twelve councils are members of the Employers’ Forum on Disability.


Sheltered Placement Scheme


10.4
The majority of councils participate in the sheltered placement scheme which provides employment opportunities for registered disabled people who cannot compete for jobs in the open market place.


Disability Discrimination Act 1995

10.5
The Commission will be hosting a seminar and working with the Councils to implement the provisions of the Disability Discrimination Act during 1997.

11.0
OTHER INITIATIVES

Equality Matters - Legal and Information Publication

11.1
The Commission produces a legal and information bulletin with the assistance of an editorial and advisory group comprising representatives from the Equal Opportunities and Fair Employment Commissions, the Northern Ireland Housing Executive, Disability Action and Jones & Cassidy Solicitors.

11.2
The bulletin is circulated to all councillors in Northern Ireland and all council officers involved in recruitment and selection to keep them informed of tribunal decisions and other equality of opportunity issues.


Equality Network

11.3
The Commission has agreed with the Fair Employment Commission to jointly establish an equal opportunities network specifically for council staff who have day to day responsibility for equal opportunities.  The purpose of the network will be to provide a forum for the discussion and exchange of information on equal opportunities matters, and to identify a training strategy.


Opportunity 2000
11.4
Opportunity 2000 is a Business in the Community initiative designed to increase the quality and quantity of women’s participation in the workforce.  Membership of the campaign enables organisations to share ideas and good practice through networking with other group members.  The Commission joined Opportunity 2000 to promote its aims within the district councils and to assist the councils to carry out their individual positive action plans.

11.5
Seven councils are members of Opportunity 2000.


Research into Gender and Equality of Opportunity in the Public Service
11.6
Twenty councils participated in a research project into gender and equality of opportunity in the public sector sponsored by the Chief Executives’ Forum, in conjunction with the Equal Opportunities Commission.  The aim of the project was to identify and document the organisational arrangements made by public sector employers to promote equality of opportunity between men and women and to evaluate current practice and planned actions. The Commission was represented on the Project Steering Group. The report made 15 recommendations which have been incorporated into Section 14. 

Equality Forum NI

11.7
Equality Forum NI comprises officers in the public and private sectors who have responsibility for equality matters.  Its aims are to provide a forum for discussion and the exchange of information and to discuss with the relevant agencies matters of concern and interest to its members.

11.8
19 councils are members of Equality Forum.


Policy Appraisal and Fair Treatment (PAFT)
11.9
PAFT is a government initiative designed to secure equality of opportunity and equity of treatment for all sections of the community, whether or not they are protected from discrimination by legislation.  Its purpose is to ensure that equality and equity issues should inform policy making and action in all areas of government activity.   PAFT guidelines apply to all government bodies and non-departmental public bodies.

11.10
Although the PAFT guidelines do not apply to the district councils, the Commission will encourage the councils to consider their implications as good practice in policy making and other actions.


Take Our Daughters to Work

11.11
Take Our Daughters to Work is an equal opportunities initiative which aims to give girls between the ages of 11 and 15 years the opportunity to experience a typical working day by accompanying their parents or friends to work, to learn about what people do at work and to encourage them to believe that they can do anything they want to in their future employment.

11.12
The Commission acted as a lead body to encourage councils, NIHE and other organisations to participate in April 1994 and 1995. One of the professional staff acted as Regional Co-ordinator in 1995 to publicise the event in Northern Ireland.

12.0
INDUSTRIAL TRIBUNAL AND FAIR EMPLOYMENT TRIBUNAL - COMPLAINTS AGAINST DISTRICT COUNCILS


Sex Discrimination and Equal Pay Cases

12.1
Table 8 below details the Sex Discrimination and Equal Pay Tribunal cases registered against district councils from January 1994 to November 1996.

Year
94
95
96

SD Complaints Registered 
12
16
7

EP Complaints Registered
2
13


SD/EP Complaints Registered


1

Withdrawals
9
6
2

Proceedings Settled




Decisions -Dismissed

2


Decisions - Upheld




Conciliation
1



Ongoing at 11.96
4
21
6

12.2
Only two cases have gone to a full hearing to date, both of which have been dismissed. Fifteen councils have no cases registered against them.


Fair Employment Tribunal Cases

12.3
Table 8 below details the Fair Employment Tribunal cases registered against district councils from 1990 to November 1996.

Table 8: Fair Employment Tribunal Cases Registered against District Councils to November 1996

Year
90
91
92
93
94
95
96

Complaints against DCs
27
10
15
10
19
26
25

Withdrawals
13
8
12
9
12
7
2

Proceedings Settled
1



3



Decisions - Dismissed
5

2

3
1


Decisions - Upheld
8
2

1




Conciliation


1

1



Ongoing at 11.96





18
23

12.4
Of those cases which have gone to a full hearing, 54.5 % are against the one council.  11 complaints were upheld (5 of these relate to the same recruitment panel) and 11 have been dismissed.  Only one council has had no cases registered against it.

12.5
Where the decisions have been upheld the complaints are all in relation to recruitment and selection panels and, in particular, failure to appoint.

12.6
The Commission has taken a number of steps to address the problems arising out of these cases:


(i)
A new Code of Procedures on Recruitment and Selection was issued in 1992.


(ii)
All panel members are now trained in recruitment and selection and equality of opportunity. 


(iii) 
The Commission issue a legal and information bulletin which summarises case decisions and advice arising from the cases to all councillors in Northern Ireland and council staff involved in recruitment and selection panels.


(Iv)
To address the issues raised by McCausland v. Dungannon District Council, the Commission carried out a major review of the internal trawling arrangements and have recommended new recruitment arrangements from 1997.

13.0
CONCLUSIONS - To be altered

13.1
Progress has undoubtedly been made towards equality of opportunity and fair participation in the district councils since 1990.

13.2
The composition of the workforce still remains unbalanced, particularly in the senior and managerial grades.  However there is evidence of some improvement since 1993.

13.3
When the recruitment and selection process is examined, it appears that the Code of Procedures on Recruitment and Selection is being followed and most panel members have now received training on the recruitment process and equality of opportunity.  However, while the selection procedures afford equality of opportunity, more needs to be done to attract applicants from under-represented groups by positive and affirmative action.

13.4
While some councils have implemented equality of opportunity policies, for example, harassment, job sharing, flexitime, much more work needs to be done in this area.  

13.5
All councils have efficient systems in place for monitoring the religious composition of their employees and applicants.  However in order to ensure that equality of opportunity is being afforded to all groups, monitoring should be extended to include dependants, family status, ethnic origin, disability at all stages of the recruitment process and the take-up of training opportunities.

13.6
While all councils describe themselves as equal opportunities employers, in most cases these policies have not been communicated formally to their employees.  There is a need for equal opportunities awareness training for all staff.
14.0
RECOMMENDATIONS


For Councils

14.1
The recommendations made by the Equal Opportunities Commission and the Chief Executives’ Forum in their research project into gender and equality of opportunity in the public service are as follows:-


1.
All public service organisations in Northern Ireland should have in place a policy statement on equality of opportunity and should have procedures for periodically reviewing that policy statement.  Furthermore, those procedures and working practices which are outlined in policy statements should be implemented in their entirety.


2.
Sexual harassment is a very obvious and serious manifestation of sex discrimination at work and should be addressed directly in policy statements with appropriate procedures, and subsequent positive action programmes.


3.
Chief Executive and senior managers should clearly demonstrate their active commitment to an equal opportunities policy.  This must move beyond the formal endorsement of policy statements and include overt, public demonstrations of support for policies which are in place.


4.
To effect a substantial and permanent cultural change, equal opportunities policies should not focus on a restricted range of issues but should embrace all dimensions including gender, marital status, religion/political affiliation, race, ethnicity, disability, sexual orientation and age.


5.
The presentation of equal opportunities policies to employees should not rely exclusively on information campaigns.  These campaigns cannot assume an audience which is receptive to this message but should take due cognisance of employees’ stereotypes, prejudices and attitudes.  Effective ways of overcoming resistance to change should be explored.


6.
In each organisation there should be at least one member of staff with designated responsibility for equal opportunities.  In larger organisations this person should head an Equal Opportunities Unit with appropriate secretarial support; in smaller organisations this duty may be combined with other personnel functions.  Sufficient resources should be made available for this person or unit not only to deal with routine business (for example monitoring) but also to be able to respond to particular equal opportunities issues as they arise or are perceived to be salient.


7.
In order for equal opportunities policies and practices to become fully integrated into the management of an organisation, it is important that designated staff are not distant, either physically or functionally, and that lines of management and channels of communication are clearly identifiable.


8.
A wider network of Equal Opportunities Officers should be established across the public service in Northern Ireland so as to offer support and to facilitate communication.  Existing resources, such as EOC (NI) mailing lists and the Equality Forum NI, could be used to establish this wider network.


9.
Beyond the establishment of equal opportunities policy, it is important for management to ensure that trade unions are involved in the implementation and review of policy, together with the delivery of equal opportunities programmes.


10.
Gender imbalance should not be viewed as an immutable problem.  Instead systematic research should underpin an analysis of the cultural, structural and personal barriers to progress operating within the organisation.  This analysis should include the perception of the organisation by future, present and previous employees.


11.
In many organisation, greater co-ordination of existing data will inform debate and will facilitate the development of equal opportunities programmes.  This information should be augmented by new data, gathered as needs and problems arise or are identified.


12.
 A positive action programme should not be narrowly defined but should encompass a range of measures which will effect positive change in both the perception of the organisation by potential employees and the working environment for existing employees.  The development of a positive action programme should comprise: (i) a policy statement, (ii)  analysis of problems, (iii) programme of action, (iv) monitoring of results and (v) targets and timetables.


13.
A positive action programme should not aspire towards the creation of an environment which ignores or disregards social and personal identities.  Instead the goal should be to create an environment which respects and tolerates diversity and difference, yet which simultaneously operates within the merit principle.


14.
All organisations should put in place an informal equal opportunities advisory or counselling service, available to all employees on a confidential basis, for the resolution of complaints and enquiries.  Such a service is likely to play a key role in the development of an equal opportunities culture.


15.
Equal opportunities training should be afforded immediate priority, and in particular for senior managers (knowledge-based), aspiring women managers (skills-based) and all employees (awareness-based).

14.2
In addition, the Commission recommends that Councils should: (to be altered)


1.
Allocate overall responsibility for equality of opportunity to the Chief Executive.


2.
Incorporate responsibility for ensuring compliance with the equal opportunities policy into the job descriptions of management and supervisory staff.


3.
Incorporate equality of opportunity into the Council and departmental objectives.


4.
Extend monitoring to include gender, marital status, disability, family status and ethnic origin at all stages of the selection process.


5.
Develop policies and procedures to deal with discrimination, harassment and victimisation.


6.
Review procedures for the selection of staff for training courses and monitor the take-up of training courses.


7.
Undertake a programme of equal opportunities awareness training to make all staff aware of the Council’s commitment to equal opportunities.


8.
Seek to agree a Joint Declaration of Protection with the trade unions.


9.
Consider the implementation of family friendly working practices.


10.
Involve the trade unions in the implementation and review of policy, together with the delivery of equal opportunities awareness training.


For the Commission

14.3
The Commission will:


1.
Assist the Councils, as required, to implement the above recommendations. 


2.
Review the Equal Opportunities Policy Statement which was issued in 1989.


3.
Prepare a bank of model policies for discrimination, harassment and victimisation and family friendly policies for the Councils to draw upon.


4.
Assist Councils to carry out a programme of equal opportunities awareness training, targeted initially at managers and supervisory staff.


5.
Establish an equal opportunities network for individual(s) responsible for equal opportunities in the Councils.

15.0
ACTION PLAN

15.1
Having considered the conclusions and recommendations of this report, the Commission has agreed an action list of equal opportunities issues.  The action list is set out at Appendix 1.
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