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CHILDREN AND FAMILY COURT ADVISORY AND SUPPORT SERVICE
Paper for the Board meeting on 27 June 2008

Equality & Diversity Report

1

introduction
1.1 
Like other public authorities in England, Scotland and Wales, Cafcass has a legal responsibility to tackle discrimination and promote equality of opportunity in both employment and service delivery. Our 3 Year Equality and Diversity Strategy set out our vision and identified the actions that we must achieve to create a workforce, which does not discriminate against employees or service users on grounds of age, race, gender, and transgender, disability, religion and belief or sexual orientation. 

2
Action for the Board
2.1 
This report is for information only.

3 
Background
3.1
The National Equality and Diversity Steering Group (NEDSG) was established by the Chief Executive to champion and lead on diversity issues as well as ensure that the outcomes from our diversity action plans are monitored, reviewed and regularly reported to senior management. Harry Marsh (Board Member) is an active member of the group, and the group is chaired by Ms Sherry Malik (Corporate Director). The group comprises representatives from a cross section of our workforce who support the Chair to drive improvements and change within their service areas.

3.2 
The Equality and Diversity Strategy was formally approved at the end of December 2005 and in that time a significant amount of progress has been made to address the objectives within the strategy. 

3.2 
Appendix 2 shows that 82 actions have been completed since 2005 against all the different strands of the Equality and Diversity Strategy.  There is however still much more work to be continued in 2008/09, and those actions still outstanding as shown in Appendix 3 will inform the forthcoming work agenda for the National Equality and Diversity Steering Group (NEDSG). 

3.3 
The Equality and Diversity Strategy takes into account our obligations in accordance with the Race Relations (Amendment) Act, Sexual Discrimination Act and the Disability Discrimination Act. Actions beginning with R, G and D relate specifically to our Race, Disability and Gender Equality Scheme action plans. 

4 
Our Obligations
4.1 
In brief our Equality and Diversity Strategy identifies the actions that we need to take to improve equality of opportunity within all areas of our workforce and service. The Strategy also includes our obligations in accordance with the following duties: 

· Race Relations (Amendment) Act

· Gender Equality Duty

· Disability Equality Duty.

4.2 
The principle aims of all 3 duties are summarised below:

· Promote understanding of the importance of equality and diversity 

· Encourage good practice in relation to equality and diversity 

· Promote equality of opportunity 

· Promote awareness and understanding of rights under the equality 
enactments 

· Enforce the equality enactments 

· Work towards the elimination of unlawful discrimination 

· Work towards the elimination of unlawful harassment 

4.3 
A summary of some of our key achievements in meeting the above duties are highlighted below. 

4.3.1 
Work force Profile – Disabled Employees. A brief overview of our workforce profile can be seen in Table 1 below.  The data highlights that 4.7% of the Cafcass workforce have disclosed having a disability. This data is important in a number of ways.  It is utilised in our wider aspirations of embracing a more diverse workforce and being positive about the employment of disabled staff under the Disability Rights Commission ‘ Two Ticks’ scheme.  It also enables us to identify trends in our disability profile and to consider reasonable adjustments in order to promote equality of employment opportunities for disabled people.
Table 1                                    Disability Profile as at 30th September 2007


	
	None
	Dyslexia
	Blind/ Partially Sighted


	Deaf/ Hearing Impaired
	Wheelchair/ Mobility Difficulties
	Mental Health Difficulties
	Unseen
	Other
	Unknown

	Ff FCA’s
	1157
	10
	0
	15
	0
	0
	1
	18
	12

	
	95.4%
	0.8%
	0.0%
	1.2%
	0.0%
	0.0%
	0.1%
	1.5%
	1.0%

	A All staff
	1917
	15
	0
	26
	0
	0
	3
	26
	24

	
	95.3%
	0.7%
	0.0%
	1.3%
	0.0%
	0.0%
	0.1%
	1.3%
	1.2%


4.3.2 
The Disability Equality Scheme has been in place since December 2006 and much progress has been made to forward this agenda within Cafcass. A key achievement has been securing funding to appoint a disabled practitioner to dedicate 3 working days a month to promoting and improving service user and staff disability issues within the organisation. Additional successes made in 2007/08 in relation to the Disability Equality Scheme action plan are:


· The Employment Services have awarded Cafcass with the Two Ticks status in recognition of our approach to recruiting and retaining disabled employees.


· Cafcass have been able to demonstrate that our recruitment processes are fair and inclusive, and that positive action is taken to encourage applications from disabled people as well as provide support at each stage of recruitment. Reasonable adjustments are also made to retain employees who became disabled during their work lives.


· The induction process for new starters encourages Managers to identify at an early stage the support or reasonable adjustments that may be required to enable a disabled employee to be able to undertake the full duties of their new role.


· A Disability Advisory Group has been established which comprises disabled employees from across the organisation, the Health and Wellbeing Manager and a member of the NEDSG. This group considers key issues that impact on disabled employees at work such as access to reasonable adjustments and voice activated software.

· The intranet and internet is now more accessible for disabled users and has multiple accessibility options.


· Links have been made with ‘Contact a Family’ to undertake a survey of Cafcass service Users with disabled children.


· The Cafcass car hire scheme has been revised in order that disabled staff may use their own car where needed.


· The travel and subsistence policy has been revised so that disabled staff can claim back the cost of purchasing a Disabled Rail Card.



A full list of all actions completed against the Disability Equality Duty can be seen in Appendix 2, while all actions still to be carried out is shown in Appendix 3.

4.3.3  Objectives for 2008/9 are as follows:

· To undertake a number of focus groups with disabled service users in order to be able to understand and appreciate the experience that they have of our services so that we can improve where appropriate. 

· To improve our approach and responsiveness in providing Reasonable Adjustments and Assistive Technology within Cafcass. 


4.3.4 
Gender Equality Duty The 2007/8 Equality and Diversity Strategy and action plan incorporates elements of the gender equality duty. It is our intention to update our strategy following consultation, to incorporate fully the gender equality duty, as this will strengthen the Strategy and give us a unified approach to equality in Cafcass.The areas of the general duty that we have given particular attention to are as follows:

4.3.5 
Monitoring information - We will continue to gather information on how our policies and practices affect equality in the workplace. This includes an assessment of the needs and status of current and potential employees, of part time and full time staff, and of staff with caring responsibilities. Our revised exit questionnaire has help us to build up a picture of the reasons why employees leave Cafcass, but so far we have had no evidence to suggest that it may be on grounds on gender inequality.

4.3.6 
Strategic Pay and Benefits. Cafcass is currently undertaking an Organisation wide job evaluation exercise with a target completion date of summer 08. This process is transparent and systematic, with external validation, and trade union involvement.  We are committed to carrying out an equal pay review, post implementation which will enable us to consider the impact of our ‘Strategic Pay Review’ in terms of gender, ethnicity and age. An action plan and targets will be developed if we identify any areas of concern. Salaries for our senior management team fall outside of the strategic pay review, and are therefore externally benchmarked against comparative posts in the sector to ensure that there is no gender bias. This is particularly important as these posts are primarily occupied by women.

4.3.7 
Workforce Profile - Gender Overall, there remain significantly more females than males employed across all roles (including managerial roles) within Cafcass as 78.7% of our workforce is female.  Further analysis is given below to highlight gender disparity by occupational group.  These are important statistics given the sensitive nature of Cafcass front line practitioner work.  Historically the social work profession has been female dominated and this is a national trend experienced by all social care organisations. Cafcass also has a relatively low turnover of vacancies at practitioner level which therefore makes it more challenging to increase the number of male recruits.  We will work with our recruitment partners to challenge the perception and stereotype of Family Court Advisors roles. We will also endeavour to attract more male recruits into vacant family support worker roles, in order to provide a pipeline for a more gender balanced practitioner workforce.

Table 2
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4.3.8 Training and Development - We have systems in place to monitor training activity by gender. We will continue to ensure that sponsorship arrangements, and training needs are considered equally for all groups of staff. 

4.3.9 Disciplinary/dismissals/grievances/harassment/dignity at work - We have in place systems to monitor the gender of staff involved in disciplinary action/ dismissals/ grievances and who raise complaints under the dignity at work policy. We have not identified any particular bias or trends in this process, but will monitor this as part of our ongoing HR activity.  We will pay particular attention to the number of men or women raising harassment or dignity at work complaints and monitor the outcome of such complaints. 

4.3.10 Pregnancy and caring responsibilities - We will continue to ensure that we actively monitor any complaints from ‘parents to be’, and consider how many women return to work after maternity leave, and whether they return to the same or an equivalent job in terms of pay and conditions.

We will continue to ensure that our childcare voucher scheme, parental leave, adoption and maternity leave schemes and the raft of work life balance policies introduced in 2007/8, are promoted and equally accessed by both men and women who have children or dependent care responsibilities. 
4.3.11 Gay and lesbian and Transgender staff. Cafcass is committed to ensuring that all of our policies, procedures, training and our recruitment and retention practices are non-discriminatory.  We achieved the two ticks 'disability friendly' accreditation last year for promoting good recruitment and employment practices. Representatives from the HR section attended training delivered by Stone wall (recognised organisation promoting the interest of gay and lesbian and transgender people) to discuss and share good practice. Our future strategies in this area include involving Stonewall in the delivery of our recruitment and diversity training.  We hope that through our commitment in this area, we will be able to be accredited by Stonewall as a diverse employer of choice for gay, lesbian and transgender people. Cafcass is hoping to form further support networks across the organisation to complement the Black Managers Network Support Group.  We hope this will encourage gay and lesbian and transgender employees to not only offer each other personal support, but also to provide advice and guidance to Cafcass on our service delivery and employment practices'.
4.3.12 Race Equality Workforce Profile – Ethnicity

4.3.13 Representation. A key component of our Race Equality Scheme is to address areas of under representation of Black and Minority Ethnic employees at all levels within the work force. Table 3 below shows that 8.4% of the workforce, are from a black or minority ethnic background and that Black Managers continue to occupy key strategic positions at a senior level within Cafcass. However the profile also shows that there is an under representation of Black and Minority Ethnic staff at an operational/practitioner level. In order for our workforce to be truly representative of the various communities that we serve, we must revisit our recruitment and selection strategy to ensure that we proactively attract and recruit black and minority ethnic workers. 

4.3.14 Recruitment and Selection. To date over 200 of our managers have been trained in effective recruitment and selection techniques. This training has empowered managers to recruit in a non discriminatory way, as well as recognise and value the contributions that black and minority ethnic candidates can bring to the role. Our Short-listing and interviewing process is competency based, and recruiters utilise a range of selection methods such as assessement centres to ensure that recruitment decisions are objective and transparent. 

4.3.15 We will be working with our recruitment partners to develop a "graduate recruitment scheme" which should assist us to attract the most talented candidates from the social care sector. We will also continue to promote our staff and organisation in national publications which have a wide community readership such as Ethnic Britain.


Table 3.                  Ethnicity Profile for Cafcass Workforce at 31st March 2008
	      Grade
	Asian
	Black
	Chinese
	Mixed
	White
	Other
	Unknown
	% BME

	    FSW
	6
	0
	0
	1
	64
	1
	0
	8.3%

	    FCA
	18
	75
	0
	17
	1073
	8
	6
	7.8%

	    Bank Scheme
	3
	8
	0
	0
	142
	0
	3
	7.1%

	S  Service Mgr
	2
	9
	0
	3
	100
	1
	0
	9.6%

	     Snr Manager
	2
	2
	0
	2
	38
	0
	0
	9.1%

	    Specialist Staff
	6
	8
	0
	1
	78
	3
	0
	14.6%

	    Admin
	17
	10
	1
	2
	282
	0
	0
	9.0%

	C  Cleaners
	1
	0
	0
	0
	10
	0
	0
	9.1%

	    TOTALS
	55
	112
	1
	26
	1787
	13
	9
	8.4%

	         % Workforce
	2.7%
	5.6%
	0.0%
	1.3%
	89.2%
	0.6%
	0.4%
	 


4.3.16 Staff diversity monitoring information has improved over the last year. We are able to confidently report on the ethnic origin of 99% of our employees. This has improved the quality of our workforce strategy as we can now compare with confidence the ethnicity of our service users against that of our workforce as a whole.

4.3.17  Re organisations and Restructures. We have considered the impact that re organisations and restructures have on our black and minority ethnic employees, and recognise that organisational changes often unwittingly displace the people that we are so actively trying to attract. We have agreed to put in place development programmes for our black managers to support those who may be seeking promotion. We will continue to ensure that Black and Minority Ethnic staff are not disproportionately affected by our employment procedures.

4.3.18 Raising Awareness of Race Equality.  Tackling Race Inequality will often be challenging. We recognise that we must equip our staff and our managers to rise to these challenges, by providing them with the knowledge and skills to be able to carry out the requirements of the scheme. We have sought to promote race equality by issuing all staff with an Equality and Diversity Handbook, and through our annual Diversity Conference. NEDSG members also promote race equality and the celebrations of different faiths and cultures within their teams.

4.3.19 Monitoring Grievance, Disciplinary and ET cases. One of the requirements of the Race Equality Scheme is to consider the impact of our grievance, disciplinary and dignity at work procedures on Black and Minority Ethnic staff.

Table 4.                  Monitoring Grievance, Disciplinary and ET in 2007/08

	CASE TYPE
	TOTAL STAFF
	BME STAFF
	% OF BME    

	G   Grievances
	18
	1
	5.56%

	D   Disciplinaries
	11
	1
	9.09%

	      Capability
	4
	2
	50.00%

	E   ET Claims
	18
	1
	5.56%

	T     Total
	51
	5
	9.80%


Table 4 shows that out of a total of 51 total cases, 9.8% are from or against ethnic minority employees. This is an increase from the previous year of 6.45% and is marginally higher than the proportion of Black and minority ethnic staff within the workforce.  We will continue to monitor the impact of our policies and procedures on Black and Minority Ethnic employees to ensure that discriminatory practices are not occurring. We will also continue to deliver employee relation training to all Managers in order to improve their level of skill and ability to handle staffing issues in a sensitve and non discriminatory way.

     4.3.20 Culturally Competent Assessment Training. In 2007 a 3-day training programme was developed to improve FCA’s practice and understanding of cultural issues. This programme was rolled out in 2008 with 3 events taking part in Manchester, Derby and London. The training enabled FCAs to: 

· Understand how larger group beliefs (cultures) influence individual parent’s beliefs, parenting behaviour, and ideas about “children's needs”.


· Develop skills at critical reading of the inter-disciplinary literature on cultures, families, parents & children.

· Develop skills at observing, interviewing and drawing influences from cross-cultural assessments


· Integrate a theoretical understanding of culture and culture practice with a consideration of the best interests of an individual child.

· Find ways of integrating personal cultural experience in order to facilitate learning, and increase professional skill


· At present the events have been reviewed with very good feedback from staff and planning is currently taking place to design a programme to roll out the training throughout Cafcass. At the request of the local managers the trainer Begum Maitra has also delivered a 1-day event in Birmingham. 
4.4   Service User Monitoring In 2007/08 improvements in collecting and reporting Service user ethnicity and diversity data has continued across all teams in Cafcass. As of the 31st March 2007 we reported a monitoring rate of 86.5% (against a target KPI of 95%) for the entire year, which relates to 53,795 Service Users. The performance of all regions can be seen in the diagram below.

Table 5
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4.4.1 
Identifying practice issues from the monitoring is now possible and the data is being used in future equality impact assessments. A breakdown of the current diversity data known (see appendix 1) highlights particular aspects of policy interest, for example there continues to be a clear distinction that Asian families are more likely to be involved in Private Law cases; Black families will be more involved in Public Law as a percentage though the difference between black families accessing public and private law services is less acute. Meanwhile White British service user’s use all Cafcass services (Public, Private, Adoption, FAO) fairly consistently, ranging from a low of 79.5% in Adoption to a high of 81.8% in FAO cases.  

4.4.2
Complaints. The Complaints Management Team have dealt with a marginal decrease in complaints received based on Racism as shown in table 6 from 1.3% in 2005/06 down to 0.9% 2007/08. In addition to this in 2007/08 Gender related complaints were raised by Service Users twice and accounted for 0.3% of all complaints. In 2008 the introduction of the Learning Action Panel led by the Customer Services and Quality Team will mean a more robust approach to improving practice as result of these complaints will be in place.

Table 6                              Complaints of Racism received by Cafcass

	Year
	Number of Complaints
	Percentage of total

	2005/06
	6
	1.3%

	2006/07


	5
	0.8%

	2007/08


	6
	0.9%


5.
General 
5.1
Equality Impact Assessments. To date 65 senior managers, service managers and key personnel within our organisation have had equality impact assessment training. This training has been particularly important in ensuring that policy makers give due consideration to the requirement to consulting with employees and service users whenever a new policy, procedure or system is being developed.  In 2008/09 it is planned to undertake a number of full equality impact assessments on the policies, services and functions that have a relevance to the race, disability and gender equality schemes.

5.2
Training HR and KLPD have played a crucial role in supporting corporate and operational colleagues to identify the training which is needed to ensure that Cafcass is able to meet it diversity requirements. They have done so by communicating good practice requirements, and by providing advice on the content of diversity training that is delivered. Specific training will be developed for our Managers to ensure that they are able to carry out and lead on work that creates and promotes equal opportunity,

5.3 
Counselling Services. During the period from 1st April 2007 to 31st March 2008 there were 177 instances of usage of the free confidential counselling service. 
The most frequently reported work-related issues during the year were: 
Pressure and Change and the most frequently reported personal issues were: 
Health and Relationship/Partner The most frequently reported effects during the year were Anxiety and Depression.

5.4  
Our statistics show that the primary users of this service are white women, which is unsurprising bearing in mind their numbers within the organisation. However the number of Black and minority ethnic employees using this service is very small, i.e. 5 users in 2006 and 2007, and 3 users this year. None of the callers to date have cited racial discrimination as being the reason for their call.

5.5  
Managerial Consulting Line Only 9 calls to the Managerial Consulting Line have been recorded since 2005, of which only 2 fell within the definition of a Black or minority ethnic caller. 
5.6  
Staff Survey. Cafcass conducted its first ever staff survey in October 2006, to gauge our staff views on a range of issues. A section of the questionnaire focussed on Diversity issues and to summarise a significant proportion of staff agreed that Cafcass was committed to working in an anti oppressive manner, and that black and minority ethnic staff were valued within Cafcass. However the majority of our staff group remained neutral on whether they agreed that Cafcass did enough to create a diverse workforce or actively challenge discriminatory practices. 
 5.7 
Staff Focus GroupsAs a result of the staff survey a number of staff engagement focus groups have taken place across the country in order to seek a greater understanding of our employee’s views. In short focus groups that included disabled employees identified that more needed to be done to access assistive technology and other reasonable adjustments for disabled people. Black and minority employees made useful suggestions about how they could support Cafcass to become more representative, and were generally supportive of the direction in which the organisation was going. Work life balance, flexible working and manageable workloads were all key considerations for all staffing groups. The focus groups sessions have informed the Staff Engagement Strategy and influence the priorities of the Staff Engagement Steering Group. 

5.8 
Procurement, Commissioning and PartnershipsCafcass will continue to use its influence to ensure that services delivered by others on our behalf, comply with our polices and procedures and do not discriminate against our staff, or the children and families that we provide services too.  Contracts are regularly reviewed and monitored and any concerns are immediately brought to the contractors/partners attention. We will also continue to use our influence within the family justice system to engender a more joined up approach to equality and diversity, which is in the best interest of our customers.

5.9 
Staff Support Networks.Cafcass has a well established Black Managers support network, as well as staff support networks in the East and West Midlands and North West. There is also a disabled workers network, and links to an external gay and lesbian support group. Cafcass recognise the contributions that staff networks can make on a personal and organisational level. We also recognises the effort and time that is often taken trying to establish such groups, and have therefore offered up to 10 groups the sum of £500 each to assist with set up costs. This approach was recently commended by the Ofsted Post Inspection review of the Race Equality Inspection. 


6         Summary 


6.1 
In 2007/08 it can be seen that key achievements for Cafcass have been the continued improvement in diversity monitoring and progress made with the Equality and Diversity Strategy and Action Plan. This however is set against a small reduction from the previous year in the proportion of BME staff within the organisation and challenges in improving frontline practice. Steps are in place to tackle both these issues and the NEDSG will continue to provide leadership and direction to forward this important agenda.  A Post Inspection review (PIR) by Ofsted was undertaken in December 2007, and preliminary findings of the PIR indicate that Cafcass has fully implemented 4 out of 6 recommendations and partially implemented 2. The PIR also endorsed the progress reported in the Equality and Diversity Report of October 2007.  


Sherry Malik, Corporate Director

Anita Davies HR Manager

June 2008 

Appendix 1. 

CAFCASS Service User Ethnic Origin: Cases Received between 1 April 2007 and 31 March 2008
	 
	Public
	Private
	FAO
	Adoption
	Total

	 
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%

	Asian
	30
	0.2%
	189
	0.5%
	10
	0.7%
	12
	0.6%
	241
	0.4%

	Asian or Asian British Bangladeshi
	58
	0.4%
	348
	0.9%
	8
	0.6%
	1
	0.0%
	415
	0.8%

	Asian or Asian British Indian
	73
	0.6%
	878
	2.4%
	43
	3.1%
	41
	2.0%
	1,035
	1.9%

	Asian or Asian British Pakistani
	161
	1.2%
	1,249
	3.4%
	45
	3.2%
	23
	1.1%
	1,478
	2.7%

	Black or Black British African
	273
	2.1%
	547
	1.5%
	11
	0.8%
	30
	1.4%
	861
	1.6%

	Black or Black British Caribbean
	294
	2.2%
	599
	1.6%
	17
	1.2%
	19
	0.9%
	929
	1.7%

	Black or Black British Other
	56
	0.4%
	129
	0.3%
	1
	0.1%
	2
	0.1%
	188
	0.3%

	Chinese
	14
	0.1%
	40
	0.1%
	2
	0.1%
	9
	0.4%
	65
	0.1%

	Chinese Other
	4
	0.0%
	12
	0.0%
	0
	0.0%
	0
	0.0%
	16
	0.0%

	Mixed Other
	158
	1.2%
	310
	0.8%
	9
	0.6%
	23
	1.1%
	500
	0.9%

	Mixed White & Asian
	163
	1.2%
	306
	0.8%
	13
	0.9%
	21
	1.0%
	503
	0.9%

	Mixed White & Black African
	101
	0.8%
	181
	0.5%
	6
	0.4%
	13
	0.6%
	301
	0.6%

	Mixed White & Black Caribbean
	305
	2.3%
	436
	1.2%
	10
	0.7%
	24
	1.1%
	775
	1.4%

	Other Ethnic Group
	281
	2.1%
	684
	1.8%
	32
	2.3%
	92
	4.4%
	1,089
	2.0%

	White British
	10,748
	81.2%
	30,147
	81.3%
	1,136
	81.8%
	1,661
	79.5%
	43,692
	81.2%

	White Irish
	118
	0.9%
	242
	0.7%
	13
	0.9%
	25
	1.2%
	398
	0.7%

	White Other
	398
	3.0%
	786
	2.1%
	32
	2.3%
	93
	4.5%
	1,309
	2.4%

	Total
	13,235
	100.0%
	37,083
	100.0%
	1,388
	100.0%
	2,089
	100.0%
	53,795
	100.0%


Appendix 2. Equality and Diversity Strategy Action Plan – Completed Actions 

	
	Objectives
	Activities/Success Measures
	Lead Person
	Target Date
	Progress

	1.1
	Secure a diversity lead on the Board
	Board member agrees to lead on diversity issues
	SM
	Jan-05
	Completed (Harry Marsh)

	1.1.1
	Highlight diversity in all corporate documents e.g. business plan, national policies. To also take account of the needs of local communities and areas
	Carry out Equality Impact Assessment training at ECDG, plus 2 further days
	AD
	Sep-06
	ECDG and 2 day training date set for August 2006

	1.2
	Revise the membership of the National Equality and Diversity Steering Group to ensure representation from all regions.
	All regions represented by members of regional diversity forums
	SM/MK
	Dec-04
	Completed

	1.3
	Joint Diversity workshop with CDG & Board to develop partnership & relationship in their understanding of Diversity.
	Workshop completed
	SM
	Feb-05
	Completed (Feb 05)

	1.5
	Update templates for Board Papers to include a section to ‘highlight implications for diversity’
	Templates revised
	SM
	Dec-04
	Completed

	2.1
	Write a diversity policy for working with service users
	Policy developed, staff consulted, issued and put into practice
	SM
	Apr-06
	Completed

	2.2.1
	Develop competency framework which includes a diversity dimension for all staff
	Generic competencies for all staff and technical competencies in place for FCAs, SMs 
	SM
	Mar-06
	Complete

	2.5.1
	Diversity Awareness should be included in all training provided by CAFCASS
	All training to include diversity element, should be seen in feedback forms from training 
	SM
	Mar-06
	Completed

	2.5.2
	
	Diversity training objectives are monitored
	SM
	Mar-06
	Ongoing

	2.6
	Ensure CAFCASS estate is DDA compliant and plans in place
	Ensure accommodation strategy addresses issues arising from audits and all new buildings are compliant
	LW
	Mar-06
	Completed

	2.6.1
	Ensure CAFCASS estate is DDA compliant and plans in place
	Undertake audit completed
	LW
	Mar-06
	Completed

	3.2.1
	Comply with the requirements of the Race Relations (Amendment) Act in providing statistical data on employees
	HR IT systems in place (KCS)
	SM
	Jun-06
	Complete - however some reporting difficulties being resolved

	3.2.2
	
	HR monitoring processes in place including Self-employed contractors
	SM
	Jun-06
	Complete

	3.5.1
	FCAs receive support in collecting service user information.
	Focus within QA to recognise the importance of collecting diversity information
	SM
	Jul-06
	Complete - QA forms modified to include questions about Diversity monitoring

	3.8.1
	Improve and monitor opportunities for BME staff to advance through the organisation
	Consult BME support groups on proactive employment strategies
	AD
	Aug-06
	Complete and ongoing. Anita has reported findings

	4.1
	Review Workforce Diversity Policy
	Policy Launched
	NEDSG
	Apr-05
	Completed

	
	
	Workforce aware of policy
	
	
	

	5.1
	Should proactively promote children being able to communicate their needs in a way they are comfortable with.
	Set up of young persons board to influence policy and service delivery
	CS
	Sep-06
	YP now complete

	5.3.1
	Consultation at national level through the service user group, which influence policy and service developments
	Regional and national representation
	Anthony Douglas
	Aug-06
	Open Board meeting for national consultation. Ongoing development of regional forums.

	5.3.2
	
	Review of SUIG and regional participation boards
	Anthony Douglas
	May-06
	Review complete. Engagement and Participation strategy completed as a result

	6.3.1
	Collect good practice and disseminate learning across CAFCASS
	Regions to send good reports in and good practice published on the intranet
	SM
	Jul-06
	Complete. Guidance for Welfare checklist to go into toolkit

	6.3.2
	
	Report Reading exercise undertaken to review diversity content and findings published
	SM
	Sep-06
	Exercise and guidance completed on the welfare checklist sent to CDG

	6.3.3
	Improve and monitor opportunities for BME staff to advance through the organisation
	Develop a recruitment & selection strategy and process to monitor selection of BME staff.
	AD
	Mar-06
	Completed

	6.7
	Ensure all materials can be translated or made available in audio-visual ways upon request
	Requests monitored and complied with
	Head of Comms
	 
	Complete and Ongoing

	6.8
	Ensure FCAs have access to suitable interpreters
	Bank of interpreters made available to staff
	SM
	Aug-06
	Regions have confirmed this is in place

	
	Produce guidance for staff on effective service delivery on equality and diversity issued
	For using interpreters
	SM
	Jun-06
	Completed

	8.3.1


	Diversity is addressed during the appraisal process
	Generic competencies for all staff that includes diversity dimension produced
	 
	 
	Completed

	9.1
	Use tendering process to appoint organisation to manage recruitment advertising to:
	Develop recruitment targets for under-represented groups by region
	 
	Appointed Michael Howard.
	Completed

	9.2.1
	Develop a Recruitment Code of Practice to:
	Recruitment code launched
	CH
	Jun-05
	Completed

	9.2.2
	Ensure recruitment and selection processes are free from bias
	HMICA record an improvement in our recruitment processes following their inspection in 05/06
	
	
	

	9.2.3
	Attract a diverse and competent workforce.
	Employee diversity monitoring statistics indicate an increase in diversity amongst the workforce
	
	
	

	1.1a
	Highlight diversity and ensure needs of local communities are taken into account in all corporate documents e.g. business plan, national policies.
	Impact Assessment training rolled out throughout the year
	KLPD
	Mar-08
	Completed - for 3 events:
23 January 2008 - Manchester 
19 February 2008 - London 
18 March 2008 - Derby 

	1.1b
	
	All policies documents to be impact assessed at policy review stage
	Policy Leads
	Ongoing
	HR Policies already impact assessed, along with Workforce Strategy, KLD Strategy and Business Plan 2007-10 

	1.1c
	
	Communications team to ensure both internal and external publications are reflective of UK society
	Takki Sulaiman
	Ongoing
	Completed - To be reflected in Comms strategy

	1.2a
	 
	Identify and publicise positive experience stories that can be used nationally from a diverse range of Service Users (SUs)
	Takki Sulaiman
	Ongoing
	2006/07 Annual Report DVD highlights Service User experience

	3.1a
	All training for Cafcass staff should have equality and diversity principles included in the content
	Roll out of Culturally Competent assessment framework to all FCAs
	Christine Smart
	Mar-08
	Begum Maitra has designed course outline and trainers are currently being recruited

	3.3a
	Ensure that all Equality and Diversity initiatives are regularly communicated to all CAFCASS Staff
	Regular Articles in Channel C
	Paul Brown
	Ongoing
	Article from B. Kirby, Equality and Diversity handbook and Diversity conference all included in Channel C

	3.5a
	Information for Service Users to be made available in easily accessible forms
	Ensure all materials can be translated or made available in audio-visual ways upon request.
	Takki Sulaiman
	Jun-07
	Completed - To be reflected in Comms strategy

	3.5b
	
	Multi-faith calendars of festivals in all teams
	Paul Brown
	Apr-07
	Completed - Calendar included in every copy of Channel C. Online Calendar on the intranet

	3.6
	Develop a sustainability strategy
	Strategy developed and embedded in teams
	Paul Brown
	Oct-07
	Completed – Strategy on Intranet

	4.4
	To monitor the number of complaints where the complaint is raised on the basis of diversity issues
	Findings to distributed to staff through Intranet, Channel, as well as reported in Annual report
	David Moy
	Ongoing
	Completed - Clear regular reporting of complaints including diversity happening

	4.5
	Team business plans to address equality and diversity issues within teams
	Team plan includes measures to work with local communities and improve assistance for individual staff needs
	Sherry Malik
	Sep-07
	Completed

	6.1
	Team self-assessments to be completed for all teams
	Team self-assessment inform Team business plans
	QA Leads
	Jul-07
	100% of Team self-assessments received. Team business plans being received in September 07

	6.2
	FCA qualifications to be updated onto the KCS system
	100% of qualifications on KCS
	Anita Davies
	Dec-07
	Completed - Data cleansing audit of KCS (Mandy Michealsen) done including qualifications

	7.1
	Produce guidance and resource pack for staff on effective service delivery on a range of diverse issues
	Published and distributed via intranet and Channel C
	Paul Brown
	Jun-07
	Complete - on intranet and advertised in Channel C

	7.3
	Develop protocol with the Borders and Immigration Authority BIA
	Protocol agreed and issued
	Fareena Shaheed
	Sep-07
	Completed - Joint workshop with Cafcass and BIA held 1st June 07, basic protocol agreed

	R1
	Comply with requirements of the Race Relations (Amendment) Act in providing statistical data
	Review RES and Publish report on progress to date
	Paul Brown
	Oct-07
	October Diversity Board report includes review of progress against the RES

	R2
	
	Consult with BME staff on further improvements to be made and use staff survey to discuss with BME staff
	Anita Davies
	Ongoing
	Consultations in the last year include BME perceptions of the employer and how to improve recruitment from BME groups

	R3
	
	Achieve 100% monitoring of all staff diversity information
	Anita Davies
	Ongoing
	Complete

	R4
	
	Data published bi-annually internally 
	Paul Brown
	Sept-07-Mar-08
	October Diversity Board report includes diversity data.

	R7
	Regional diversity forums have action plan on achieving KPI target
	Action plans for 2007/08 developed 
	NEDSG Leads
	Jul-07
	Diversity KPI greatly improved at 86.5%

	R9
	Encourage applications from under-represented groups
	Monitor impact of new recruitment campaigns in particular middle management. 
	Sandy Watkins
	Dec-07
	Monitoring of recruitment campaigns now in place. First time reporting in Oct 07

	R10
	
	Roll out of interview panel training for newly recruited managers as well as BME staff
	Anita Davies
	Ongoing
	Interview panel training in place and open to staff from minority groups to attend

	R11
	Improve and monitor opportunities for BME staff to advance through the organisation
	Consult BME support groups on proactive employment strategies
	Anita Davies
	Sep-07
	Completed - See R2

	R13 
	
	NEDSG to annually review grievances broken down by ethnicity 
	Anita Davies
	Jul-07
	Completed but late - Reported in Sept 07 NEDSG report

	R14
	
	NEDSG to monitor access to KLD and training opportunities
	Claudia Crawley
	Jul-07
	Completed but late - Reported in Sept 07 NEDSG report

	D1
	Achieve the Two Ticks status as employer
	Improve recruitment standards, documentation and procedures.
	Sandy Watkins
	Sep-07
	Completed 

	D3
	Improve the induction process for disabled staff
	Staff feel supported and know where to get assistance and help from
	Anita Davies
	Aug-07
	Completed - Induction process updated and staff informed via Channel C

	D5
	Set up Staff Support Network and Disability Advisory Group
	Advertised, staff attending and being supported
	Margaret Longson
	Sep-07
	Need to clarify leading role in the group

	D6
	
	Group set up and raise general awareness of legal obligations and issues within CAFCASS 
	Paul Brown
	Sep-07
	First meeting held in August 07

	D8
	Supervision and Appraisals to be better at addressing the needs of disabled staff
	Ensure quality training and better guidance to line managers.
	Paul Brown
	Dec-07
	Audit of appraisals improved the process. Appraisal skills training being rolled out 

	D9
	Ensure that benefits such as the disabled rail card are used by CAFCASS 
	Arrange to purchase disabled user rail cards for staff as part of the Travel and Subsistence Policy
	Anita Davies
	Sep-07
	Has been agreed and is in the updated version of the Travel & Subsistence Policy to be re-launched 

	D10
	Link with Equal Rights/Support Groups eg. RNIB/RNID
	Local teams and regions to have awareness of availability of local services and work in partnership
	Margaret Longson
	Ongoing
	Children’s rights team have been doing joint work with Contactafamily about working with disabled children and their families.

	D11
	Update the Internet and Intranet so it is more easily accessible for disabled users
	Ability to change font size and colour of text and background.
	Takki Sulaiman
	Jul-07
	Completed - update of the intranet includes accessibility function

	D13
	For sensory impaired people, leaflets produced on yellow paper with black writing, available in large print, & also accessible in Braille and audio tapes
	Leaflets created and readily available
	Takki Sulaiman
	Jun-07
	Completed - To be reflected in Comms strategy

	D14
	Ensure Partnership strategy is Impact assessed and Contact Centres are DDA compliant and suitable for disabled users
	In funding applications make sure the DDA compliance is a pre-requisite for funding.
	Fiona Green
	Aug-07
	Impact assessment be carried out and commissioning framework policy supports good practice and promoting equal rights

	D19
	Carry out audit of all users of Occupational Health and ensure a quality service is delivered
	Following audit of employees who have used the occupational health provider compile an impact assessment report and findings on the service.
	Anita Davies
	Mar-08
	New Occupational Health providers 'Capita'have been agreed and will improve service provided to staff

	D20
	Car Hire Scheme is simple and designed to ensure disabled staff are not disadvantaged.
	Impact assessment undertaken of Car Hire scheme and amended so is clear to use and non-discriminatory.
	Sharon Reed
	Aug-07
	Completed - flexibility introduced to policy to allow discretionary use of personal cars.

	G1
	Highlight gender equality in all corporate documents e.g. business plan/workforce Strategy.
	Gender Equality issues appropriately addressed in key corporate documents
	Takki Sulaiman
	Ongoing
	Completed - To be reflected in Comms strategy

	G2
	Improve monitoring information for our service users so we can better understand the needs of our male and female clients
	Diversity Monitoring forms completed for all service users. Service User feedback forms are given to all service users.
	Sherry Malik
	Mar-08
	Diversity forms include Sexual Orientation. At end of 2007/08 KPI at 86.5%.

	G4
	Children’s Rights to review gender equality in their work
	All documents and initiatives (inc. Viewpoint) are gender equal and promote equality. Members of Children rights teams to attend Equality impact assessment training 
	Christine Smart
	Mar-08
	Impact assessment training to be carried out by Children's Rights Team

	G5
	Review Hear Now findings to see if there is a gender bias in terms of the experience of boys and girls.
	Lessons learnt from Hear Now fed back to all teams.
	Christine Smart
	Oct-07
	Hear Now benchmark data for 2007/08 includes analysis of gender bias. Report shared with NEDSG

	G9
	Ensure that Gender equality is included in all contracts and commissioning agreements where equality is a core requirement in the delivery of the service.
	Contracts updated to reflect CAFCASS's requirements to promote equality. 
	Fiona Green
	Aug-07
	Commission framework promotes equal rights

	G11
	Review the recruitment process to ensure that there is no gender bias in the tools we use to assess candidates
	Continue to monitor applications at the short listing, interview and appointment stage,
	Sandy Watkins
	Dec-07
	Reported to NEDSG every 6 months. 

	G12
	Review the sponsorship process to ensure that there is no gender bias in training and development
	Monitor all requests, and flag concerns if either gender do not appear to be either applying or receiving sponsorship in proportion to their numbers in the workforce
	Claudia Crawley
	Dec-07
	Reported annually to NEDSG

	G15
	Ensure our employee assistance programme is promoted equally to men and women.
	 Monitor the take up of the service.
	Sandy Watkins
	Mar-08
	Complete Report submitted to NEDSG for review in May 2008

	G17a
	To ensure that women returning to work after maternity leave are not discriminated against
	Monitor number of women returning to work for periods of 12 week, and greater than 12 weeks. 
	Sandy Watkins
	Mar-08
	Monitoring system in place. Only 1 women in last 3 years has not returned for a period less than 12 weeks - No discrimination

	G17b
	
	Monitor number of women returning to the same or a similar post.
	Sandy Watkins
	Mar-08
	Monitoring system in place. No discrimination - all women are returning to work

	G18
	To increase the opportunities for flexible working across the workforce
	 Raise awareness of HR policies and practices.
	Anita Davies
	Dec-07
	Complete - Flexible working policy in place. Awareness levels to be raised by policy being on the OPC online policy centre

	G21
	Review the analysis from the staff survey and take appropriate action on gender specific issues
	Staff focus groups conducted to find root cause of issues. Follow up through staff engagement strategy
	Sherry Malik
	Mar-08
	Work on focus groups and staff engagement strategy has begun 

	G23
	Ensure Gay, lesbian Bi sexual and transgender staff are not discriminated against in the workplace.
	Introduce monitoring systems to identify Gay. Lesbian bi sexual and transgender staff.
	Sherry Malik
	Sep-07
	Voluntary sexual orientation monitoring happens for both new recruits, participants of staff survey and service users.


Appendix 3. Equality and Diversity Strategy Action Plan – Outstanding Actions for 2008/09

	Objective 1. To inspire a culture in which all children and families are respected and valued, and their rights are promoted and supported.
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	1.2b
	Cafcass to promote and highlight positive experience stories both internally and externally. 
	Promote service user satisfaction in service delivery by developing a range of methods SUs can feedback.
	Sherry Malik
	Sep-07
	New system being launched in Oct 07 which merges viewpoint and QA feedback
	

	1.3a
	Have greater involvement and collaboration with diverse support groups and stakeholder organisations
	Use the framework of the engagement and participation strategy to work with local groups
	Fiona Green
	 
	Planned work for Disabled Service Users to participate in focus groups in North, Central, South
	

	Objective 2.  To eliminate all forms of institutional discrimination and ensure adherence to legislation and appropriate codes of practice
	 

	Actions for achieving this objective are covered in the action plans of the Race Equality Scheme, Disability Equality Scheme that are found at the end of the action plan.
	 

	Objective 3. To ensure diversity principles are fully reflected in the actions of all staff and partners within Cafcass.
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	3.1c
	All training for Cafcass staff should have equality and diversity principles included in the content
	Roll out 3 level of diversity training – online learning (basic), regional training  (medium level) and impact assessment training (higher).
	KLPD
	Dec-07
	 
	

	3.2
	Improve diversity information being supplied from the courts
	Work with the courts service to receive diversity information and develop system
	Sherry Malik
	Dec-07
	Diversity information linked to IT upgrade in the family courts. Been informed diversity data being forwarded in Oct 08
	

	3.3b
	Ensure that all Equality and Diversity initiatives are regularly communicated to all CAFCASS Staff
	NEDSG Members to provide a strong link between national strategy and front line initiatives
	NEDSG Leads
	Ongoing
	Updates show activity in regions. Regional diversity conferences and regional training all taking place. Some region little activity
	

	3.5a
	Information for Service Users to be made available in easily accessible forms
	Actively promote good community relations
	Service Managers
	Ongoing
	Guidance needed to provide managers with ideas how to promote good practice
	

	3.5c
	
	All offices to do an audit to ensure it is comfortable, reflective and meets the needs of all SUs
	NEDSG Leads
	Sep-07
	Office Audits are waiting for Property Standards to be agreed before audits take place - see John Evans. Action needs a lead to work on completion
	

	Objective 4. To hold all managers and staff to account through the appraisal process and performance targets
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	4.1
	Use HearNow and Service User feedback findings in the appraisal process
	Increased use of HearNow and SU feedback being utilised in teams
	Sherry Malik
	Dec-07
	KPI for 2007/08. Appraisals incorporate section for 360 feedback including service user. Low rate of appraisals
	

	4.2
	Diversity Monitoring rate to reach KPI target
	Team action plans and increasing KPI results
	Sherry Malik
	Mar-08
	2007/08 Diversity Kpi is 86.5%
	

	4.3
	Diversity is addressed during the appraisal process
	100% appraisals - ensuring personal and SU diversity issues are raised - as per revised forms
	Jabbar Sardar
	Mar-08
	Annual appraisals of all staff at 60%
	

	Objective 5. To initiate and deliver appropriate services that respect the needs of individuals from marginalised and minority communities or groups
	 

	Actions for achieving this objective are covered in the action plans of the Race Equality Scheme, Disability Equality Scheme that are found at the end of the action plan.
	 

	Objective 6. To understand the capacity and professional capabilities of our workforce and make necessary changes
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	6.3
	Developing the systems to implement the Local government Equality Standard
	Regions to put themselves forward for assessment
	Sandy Watkins
	Dec-07
	Sandy Watkins has now left Cafcass.  New lead required to assist with completion of this work going forward.
	

	Objective 7. Clarify the types of behaviours that are needed and acceptable, and those that are not.
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	7.2
	Diversity resource pack to be incorporated in staff practice manual
	Staff practice manual developed and issued to staff
	Jane Booth
	Mar-08
	Unclear of current status of practice manual for practitioners. Diversity resource Pack is located on Cafcass intranet
	

	7.4
	Treating each other with respect
	Sponsor staff/team award for diversity to be awarded annually
	Sherry Malik
	Mar-08
	No progress made
	

	7.5
	Research findings being used to inform practice
	Research findings on diversity issues being routinely shared with staff
	Flo Watson
	Ongoing
	Beverley Prevatt Goldstyein has recently completed diversity practice research. Needs to be circulated to staff
	

	Race Equality Scheme: Action Plan (objectives 2 and 5)
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	R5
	Support and Promote a network of BME staff support groups
	Profile in Channel C
	Anita Davies
	Jun-07
	Report produced recommending the creation of networks of minority groups of staff. £500 will be made available to support the development needs of such groups. West Midlands have received funding to revive their black workers group.
	

	R6
	
	Involve in consultation purposes on the development of new polices
	Policy Leads
	Ongoing
	Not always systematically involved as a staff group
	

	R8
	Regional diversity forums have action plan on achieving KPI target
	Effective Teams and Regions to share good practice
	NEDSG Leads
	Ongoing
	Regional restructuring has affected sharing of good practice future structure of NEDSG network to be finalised.
	

	R12
	Improve and monitor opportunities for BME staff to advance through the organisation
	Mentoring and Coaching opportunities for BME staff made available
	Victoria Phillipson
	Mar-08
	No information on how this is being taken forward
	

	Disability Equality Scheme: Action Plan (Objectives 2 and 5)
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	D4
	Personal Escape Evacuation Plans for all our less able employees
	Questionnaire and evacuation plan created and used in all offices
	Kevin Coley
	 
	 
	

	D7
	Disabled Staff trained to carry out Impact Assessments of CAFCASS policies and Strategies
	Training taken place of disabled staff and impact assessments undertaken.
	Paul Brown
	Mar-08
	See action 1.1a - original target was to be trained prior to January 08
	

	D12
	Training on working with disabled clients, visitors or employees to be incorporated into KLD training plans in all regions
	KLD program incorporates training around the social model of disability. Training provided in all regions. Workshop given at Diversity Conference
	Claudia Crawley
	Aug-07
	No developments in training including the social model of disability or offered to regions.
	

	D15
	Full access audit of all premises, including contact centres, courts, etc, to make sure that all possible adjustments have been made - training provided by presentation
	Audit completed. Training given. Adjustments made (eg. loop systems for people with a hearing impairment.
Adapted toilets)
	Paul Brown
	Sep-07
	See action 3.5d - Office audit to be merged with H&S, estates and sustainability policies
	

	D16
	Future IT and Accommodation strategies to be impact assessed
	Carry out Impact assessment on the future IT strategy to ensure the needs of disabled staff are being met. 
	Bernd Sass
	Aug-07
	Part completed - awaiting the new building quality standards policy to be completed by Estates
	

	D18
	Centralise the budget for Assistive Technology with the Health & Safety department.
	Efficient and effective allocation of resources distributed across CAFCASS. Requirements of staff met and no complaints received.
	Hayley Green
	Dec-07
	Project to improve allocation of assistive technology underway. Membership of group is Terry Johnson, Margaret Longson, Hayley Green
	

	D21
	Find out what is happening in regions to the benefit of disabled users/staff and share with the rest of CAFCASS. Such as DVD for Hard of hearing service users.
	Good practice is shared and put into use in all regions
	 
	 
	No lead on this work to take forward
	

	D22
	Sickness and Absence Recording to be clearly understood and used correctly
	Clearer guidance that is understood by both line managers and staff.
	Lorraine Moore
	Sep-07
	Past target date - Work has commenced as part of delivering the health and well being strategy
	

	Gender Equality Scheme: Action Plan (Objectives 2 and 5)
	 

	No.
	Priority
	Activities/Success Measures
	Lead Person
	Target Date
	Progress
	Status

	G3
	By 2010 to be able to offer more choice to clients re gender of worker.
	Increased proportion of available male employees. User satisfaction survey
	Jabbar Sardar
	2010
	Workforce strategy in place to encourage a more reflective workforce 
	

	G6
	Undertake an Equality Impact Assessment on our staff care policy in situations of Domestic Violence.
	DV Policy assessed for impact on gender roles and equality
	Policy Leads
	TBC
	See 1.1b. DV policy will impact assessed when its is due to be reviewed
	

	G7
	Briefing to Regional Management Groups on implications and aims of the Gender Equality Duty
	All Management groups briefed by Oct 2007
	 
	 
	No lead on this work to take forward
	

	G8
	Cafcass to be involved in the broader agenda around gender differences for children’s placements and needs within the welfare checklist.
	QA6 tool to reflect input to welfare checklist.
	 
	 
	No lead on this work to take forward
	

	G10
	Review information in reception areas to ensure that they reinforce our commitment to gender equality.
	Introduce office checklist to ensure offices and culturally sensitive and promote gender equality. 
	Paul Brown
	Aug-07
	See 3.5d - Linked with Health & Safety, Estates and Sustainable development office audit to be completed in October 07
	

	G13
	To have a positive action recruitment drive to attract males where they are under represented in our workforce
	Work with the workforce development council to promote the role of men in social care
	Jabbar Sardar
	 
	First planning meeting of CWDC diversity steering group to be held in Oct 07. Paul Brown. No steps in place for recruitment drive
	

	G14
	Raise awareness of dignity at work procedures
	"Dignity at work week"
	 
	Mar-08
	Planning for the week yet to begin. No clear lead on this piece of work
	

	G16
	Actively encourage male social work students to consider a placement with Cafcass
	 Links with Universities.
	Claudia Crawley
	Mar-08
	No progress yet made
	

	G19
	Ensure that all jobs are audited as part of the strategic pay review.
	Undertake an impact assessment of our job evaluation scheme.
	Jabbar Sardar
	 
	Strategic pay review in hand
	

	G20
	Ensure that there is no gender bias in appointments to secondments or other interim positions,
	 Monitor the proportion of men/ women offered interim positions or promotion
	Sandy Watkins
	Mar-08
	To be reported annually and reviewed by NEDSG as part of total HR diversity staff report
	

	G22
	Interview Panels to have appropriate Gender balance. No single Gender panels
	HR Audit to establish panels compliant
	Sandy Watkins
	Mar-08
	No audits yet conducted
	
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diversity

		Diversity Monitoring recorded for all service users for cases allocated & closed in the period

		KPI 5		East Midlands						Eastern						Greater London						North East						North West						South East						South West						Southern						West Midlands						Yorks & Humberside						Total

				Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Returned		Forms Issued		Forms Returned		% Private

		Apr-07		10		10		100.0%		1		1		100.0%		3		3		100.0%		9		6		66.7%		11		10		90.9%		0		0		0.0%		0		0		0.0%		0		0		0.0%		3		3		100.0%		8		8		100.0%		45		41		91.1%

		May-07		15		15		100.0%		8		8		100.0%		32		30		93.8%		24		23		95.8%		29		27		93.1%		21		21		100.0%		9		6		66.7%		6		6		100.0%		31		31		100.0%		20		13		65.0%		195		180		92.3%

		Jun-07		47		47		100.0%		23		23		100.0%		60		60		100.0%		28		19		67.9%		71		62		87.3%		42		42		100.0%		99		79		79.8%		48		47		97.9%		56		56		100.0%		90		71		78.9%		564		506		89.7%

		Jul-07		103		100		97.1%		107		107		100.0%		116		110		94.8%		70		64		91.4%		252		204		81.0%		144		144		100.0%		145		123		84.8%		70		59		84.3%		156		155		99.4%		230		195		84.8%		1393		1261		90.5%

		Aug-07		172		166		96.5%		124		124		100.0%		133		127		95.5%		63		51		81.0%		254		211		83.1%		116		116		100.0%		191		152		79.6%		111		94		84.7%		157		157		100.0%		304		264		86.8%		1625		1462		90.0%

		Sep-07		263		249		94.7%		151		151		100.0%		122		100		82.0%		95		75		78.9%		332		273		82.2%		74		71		95.9%		157		141		89.8%		116		91		78.4%		169		166		98.2%		268		229		85.4%		1747		1546		88.5%

		Oct-07		191		185		96.9%		167		166		99.4%		141		110		78.0%		170		121		71.2%		312		256		82.1%		157		157		100.0%		287		269		93.7%		135		100		74.1%		268		255		95.1%		473		375		79.3%		2301		1994		86.7%

		Nov-07		236		197		83.5%		226		216		95.6%		257		221		86.0%		166		99		59.6%		497		444		89.3%		175		170		97.1%		307		252		82.1%		136		103		75.7%		288		284		98.6%		495		427		86.3%		2783		2413		86.7%

		Dec-07		222		197		88.7%		172		157		91.3%		190		135		71.1%		153		100		65.4%		386		304		78.8%		166		162		97.6%		276		236		85.5%		146		125		85.6%		236		221		93.6%		361		322		89.2%		2308		1959		84.9%

		Jan-08		319		267		83.7%		216		211		97.7%		213		137		64.3%		195		134		68.7%		495		397		80.2%		159		154		96.9%		264		225		85.2%		177		150		84.7%		258		241		93.4%		515		430		83.5%		2811		2346		83.5%

		Feb-08		222		194		87.4%		219		214		97.7%		177		118		66.7%		173		90		52.0%		492		420		85.4%		199		198		99.5%		209		188		90.0%		148		119		80.4%		243		229		94.2%		452		376		83.2%		2534		2146		84.7%

		Mar-08		278		235		84.5%		178		178		100.0%		280		212		75.7%		77		54		70.1%		450		372		82.7%		141		138		97.9%		231		196		84.8%		115		98		85.2%		270		241		89.3%		369		330		89.4%		2389		2054		86.0%

		0708		2078		1862		89.6%		1592		1556		97.7%		1724		1363		79.1%		1223		836		68.4%		3581		2980		83.2%		1394		1373		98.5%		2175		1867		85.8%		1208		992		82.1%		2135		2039		95.5%		3585		3040		84.8%		20695		17908		86.5%

		Year to Date

		Apr07 - Apr07		10		10		100.0%		1		1		100.0%		3		3		100.0%		9		6		66.7%		11		10		90.9%		0		0		0.0%		0		0		0.0%		0		0		0.0%		3		3		100.0%		8		8		100.0%		45		41		91.1%

		Apr07 - May07		25		25		100.0%		9		9		100.0%		35		33		94.3%		33		29		87.9%		40		37		92.5%		21		21		100.0%		9		6		66.7%		6		6		100.0%		34		34		100.0%		28		21		75.0%		240		221		92.1%

		Apr07 - Jun07		72		72		100.0%		32		32		100.0%		95		93		97.9%		61		48		78.7%		111		99		89.2%		63		63		100.0%		108		85		78.7%		54		53		98.1%		90		90		100.0%		118		92		78.0%		804		727		90.4%

		Apr07 - Jul07		175		172		98.3%		139		139		100.0%		211		203		96.2%		131		112		85.5%		363		303		83.5%		207		207		100.0%		253		208		82.2%		124		112		90.3%		246		245		99.6%		348		287		82.5%		2197		1988		90.5%

		Apr07 - Aug07		347		338		97.4%		263		263		100.0%		344		330		95.9%		194		163		84.0%		617		514		83.3%		323		323		100.0%		444		360		81.1%		235		206		87.7%		403		402		99.8%		652		551		84.5%		3822		3450		90.3%

		Apr07 - Sep07		610		587		96.2%		414		414		100.0%		466		430		92.3%		289		238		82.4%		949		787		82.9%		397		394		99.2%		601		501		83.4%		351		297		84.6%		572		568		99.3%		920		780		84.8%		5569		4996		89.7%

		Apr07 - Oct07		801		772		96.4%		581		580		99.8%		607		540		89.0%		459		359		78.2%		1261		1043		82.7%		554		551		99.5%		888		770		86.7%		486		397		81.7%		840		823		98.0%		1393		1155		82.9%		7870		6990		88.8%

		Apr07 - Nov07		1037		969		93.4%		807		796		98.6%		864		761		88.1%		625		458		73.3%		1758		1487		84.6%		729		721		98.9%		1195		1022		85.5%		622		500		80.4%		1128		1107		98.1%		1888		1582		83.8%		10653		9403		88.3%

		Apr07 - Dec07		1259		1166		92.6%		979		953		97.3%		1054		896		85.0%		778		558		71.7%		2144		1791		83.5%		895		883		98.7%		1471		1258		85.5%		768		625		81.4%		1364		1328		97.4%		2249		1904		84.7%		12961		11362		87.7%

		Apr07 - Jan08		1578		1433		90.8%		1195		1164		97.4%		1267		1033		81.5%		973		692		71.1%		2639		2188		82.9%		1054		1037		98.4%		1735		1483		85.5%		945		775		82.0%		1622		1569		96.7%		2764		2334		84.4%		15772		13708		86.9%

		Apr07 - Feb08		1800		1627		90.4%		1414		1378		97.5%		1444		1151		79.7%		1146		782		68.2%		3131		2608		83.3%		1253		1235		98.6%		1944		1671		86.0%		1093		894		81.8%		1865		1798		96.4%		3216		2710		84.3%		18306		15854		86.6%

		Apr07 - Mar08		2078		1862		89.6%		1592		1556		97.7%		1724		1363		79.1%		1223		836		68.4%		3581		2980		83.2%		1394		1373		98.5%		2175		1867		85.8%		1208		992		82.1%		2135		2039		95.5%		3585		3040		84.8%		20695		17908		86.5%
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