The Race Equality Scheme 2005-2008
Welcome to the South East England Regional Development Agency’s Race Equality Scheme.

In the following pages we will describe the work we undertake, how this work has an impact on people’s lives and how as an agency we are committed to tackling disadvantage, disengagement and disownership as we go about our work.

We will explain our structure, who we are and what we do. We will also show how we recognise our responsibility under equalities legislation and in particular under race relations legislation.

We recognise the problems of disadvantage and discrimination and in these pages we want to show the positive and practical steps we are taking to address inequality.


The main focus of this document is Race Equality. However, SEEDA recognises that multiple discrimination exists and that in fulfilling our duties under the Race Relations Amendment Act 2000, other forms of discrimination such as disability, gender, age, religion or belief, sexual orientation and poverty also need to be taken into account; when formulating or reviewing new or existing policies and practices.

We are aware that organisations have been writing about the ‘things they do’ for years and we are also aware that improvements seem slow and tentative for people who are often on the receiving end of discrimination. 

In these pages we want to be clear on what we are currently doing and what we aim to achieve. We want you to see that the document is not just a ‘bureaucratic exercise’ but a living aspiration with measurable outcomes - outcomes that will affect, for the better, the quality of life for people who face discrimination. 

We want to make several pledges in this document:

· We will ensure that we are ‘outcome’ driven

· Our activities in tackling race discrimination will be seen as innovative and ground breaking

· We will not knowingly discriminate

· We will check all of our processes and activities to ensure that there is no bias or organizational discrimination

· If we come across such bias we will rectify the situation

· We will constantly be ready for dialogue


It is time to move forward, faster.   It has been 30 years since the first U.K. anti-racist legislation came in to being and yet it seems like a weekly occurrence that the media is reporting a racist attack or event. Universities, Trade Unions and Research institutions constantly confirm that discrimination on the ground of race, skin colour, nationality and ethnicity has a strong presence in our society 
Despite good intentions, whether we like it or not there are still barriers, hidden or otherwise, holding people back. In today’s economic climate of global markets, demographic changes and our will to be a competitive economic region means we ignore these barriers at our peril. For if we can not develop a society and business that embraces equality and diversity then we all become impoverished 

Labour shortages due to an aging population and falling birth-rates mean that organisations will have to work harder to attract potential employees. 
The 2001 census showed that the minority ethnic population now accounts for nearly 8% of the UK population. Over the next 10 years only 1 million people will join the working age group and minority ethnic communities will account for more than half that increase. This means in order to be able to recruit from a diverse pool of talent employees we need to be able to identify potential barriers to employment, promotion and service delivery and eliminate them. SEEDA recognises this and will be working with stakeholders to remove barriers in employment and service delivery. 
Diversity is an important economic driver currently, as you will see in the regional context section of this document. Some areas of the South East are not benefiting from the relative prosperity that defines the region as a whole the region is not benefiting from this untapped economic potential.

Our first task, despite recognising previous good work, not only from us but other agencies too, is to acknowledge we need to do more. As chief executive I’m issuing a mandate to all SEEDA’s staff to be proactive, identify barriers and areas of concern and to build in to our processes mechanism that can identify need, establish solutions and monitor outcomes.

My expectation is for SEEDA to lead, building on the good work already undertaken but establishing its circle of influence by ensuring that agencies with whom we work are networked in to our equality and diversity programmes and that our responsibility to fight discrimination is felt by everyone.

SEEDA holds a strategic and key position in our region and we will use this position to ensure that correct information and statistical data is obtained, that we can pin point areas ripe for development and support and that out partners who deliver the services have outcome based activity that meet the needs of those discriminated against. We will monitor and develop targets ensuring that ‘real change’ is affected. To assess this change we will build stronger relations with our communities and urge our partners to do so too.

We will urge our partners and projects to engender good employment practice, ensuring they understand the need for a diverse workforce, we already have in place proto-networks to achieve this aim and as SEEDA is leading, we will ensure that our internal practice is one of exemplar.

In addition to all of this we will seek out innovative ways and take a positive approach to ensure that barriers are broken. Our Regional Economic Strategy has clearly identified that all business benefits from good quality support and access to finance, we will pay particular attention to BME business to ensure that the systems controlling business understand and can accommodate BME business needs. Strengthening BME business generates income for both the local and national economy, reduces unemployment and help to makes areas with high social and economic deprivation more prosperous   
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The South East England Development Agency (SEEDA) was established by the Government through the Regional Development Agency Act 1998, and came into operation on 1st April 1999 to take the strategic lead in promoting the sustainable economic development of the region.

SEEDA is the Government funded agency responsible for the sustainable economic development and regeneration of the South East of England - the driving force of the UK's economy. Our aim is to create a prosperous, dynamic and inspirational region by helping businesses compete more effectively, training a highly skilled workforce, supporting and enabling our communities, whilst safeguarding our natural resources and cherishing our rich cultural heritage.

Our mission is to work with our partners to make the South East of England a World Class Region, achieving sustainable development and enhanced quality of life as measured by: 

Economic Prosperity

Environmental Quality

Social Inclusion 

SEEDA intends to respond to the needs of regional stakeholders in a manner that is appropriate and adds value to regional economic and social inclusion.  We will seek to go beyond compliance with legislation in promoting equality and respect for diversity through the policies we develop, the services we provide and in how we deliver these services.  SEEDA is committed to making equality an integral part of our work.  
SEEDA’s purpose is to:

· Further economic development and regeneration;

· Promote business efficiency, investment and competitiveness;

· Promote employment;

· Enhance the development and application of skills; and 

· Contribute to the achievement of sustainable development in the United Kingdom.

SEEDA is accountable to the DTI for its regional strategy, policies and performance.

SEEDA’s work

In order to help achieve its purpose, SEEDA works with partners to: 

· Help businesses create wealth;

· Ensure that all parts of the region perform to their full potential;

· Remove barriers to higher and sustainable level of growth and prosperity;

· Develop a skilled workforce capable of meeting the needs of the regional economy now and in the future;

· Ensure the benefits of increasing prosperity are socially inclusive;

· Develop sustainable and strategic regeneration and community-led development;

· Ensure that increased prosperity and environmental quality go hand in hand;

· Maximise the contribution the region makes to the national economy; and

· Promote networks at local, sub-regional, regional, national and international levels.

We aim to carry out theses tasks in accordance with SEEDA’s values.  As such SEEDA aims to:

· Focus on our customers and partners - understanding and responding to their needs, in a way that ensures fair treatment for all staff and those with whom we do business;

· Respect and empower our colleagues - harnessing their strengths and experience and valuing their diversity;

· Learn continually - using every opportunity to acquire new skills, knowledge and experience and share it with others;

· Communicate effectively - sharing information and knowledge to the wider benefit of SEEDA and the Region;

· Take responsibility - innovating and taking initiative within our areas of competence;

· Minimise bureaucracy - achieving high performance whilst maintaining probity; and

· Create and enjoyable work environment - achieving a reasonable balance between work and home life

· Challenge existing procedures that may have a differential impact.

SEEDA’s structure

1. Business & International Division
This Division is responsible for maintaining the South East’s status as a driving force behind the UK economy. This involves developing a world-class competitiveness and enterprise infrastructure while stimulating technology transfer and innovation. SEEDA works with partners to devise growth strategies for key business sectors and build international links and networks with leading edge businesses and institutions. 

2. Development & Infrastructure Division

Either working directly or in partnership this Division restores derelict and brownfield land for mixed-use development and invests funds in urban and rural regeneration projects – breathing new life into neglected areas through job creation and environmental improvements. 

3. Learning & Skills Division

The demands for a highly skilled workforce from the South East’s growing number of high technology businesses is matched by the drive for a more effective service sector. SEEDA works with partners to fulfil these requirements by supporting new colleges and training initiatives, creating and filling learning opportunities, developing innovative university campus programmes and pioneering the availability of Broadband in remote and rural areas.

4. Resources

The Resources Division is responsible for ensuring that SEEDA makes best use of its own resources; finance, property, infrastructure, people and partnerships.  This involves building capability and delivering Corporate Services that enable every person in the Agency to achieve excellent outcomes through systems that support imaginative results whilst ensuring probity and accountability.

5. Sustainability & Strategy

The Strategy and Sustainability division leads on SEEDA’s corporate strategic planning processes including the Regional Economic Strategy, Corporate Plan and other associated action plans.  It also develops SEEDA’s role in influencing policy development. This division plays a vital part in shaping and developing cross cutting policies to tackle disadvantage and underperformance across the region, and build sustainability in the social fabric of the region.

Where deprivation and social exclusion are significant factors, SEEDA will work with its partners and communities to set SMART objectives, to address how these issues can be tackled and how the quality of life of those in deprived communities can be improved.

6. Area Teams

SEEDA has four Area Teams covering the sub regions of Kent & Medway, Surrey & Sussex, Hampshire & Isle of Wight and Berkshire, Buckinghamshire, Oxford & Milton Keynes. The Area Teams work with partners from all sectors in the sub regions to ensure that SEEDA investment across all its interests is optimised.
The year 2000 saw changes to the Race Relations Act, the main features, for public bodies, such as SEEDA are to:

a) to eliminate unlawful racial discrimination; 

b) to promote equality of opportunity; and

c) to promote good relations between persons of different racial groups.

The aim of the legislation is to make race equality a central part of the way public bodies work. SEEDA is committed to the fulfilment of the law, not only in letter but in spirit too. 

The Home Secretary issued an order under the Act, which sets out specific duties. These duties aim to improve performance, as part of the duties every public body has to publish how it will tackle race discrimination. This policy document is known as ‘The Race Equality Scheme’

 In The Race Equality Scheme we must:

i)
State our functions and policies that we believe are relevant to eliminating unlawful discrimination, and how we aim to promote equality of opportunity and good relations between people of different racial group

ii) Set out how we are to do this, including:

· Monitoring our activities for any adverse impact on race equality;

· Assessing and consulting to see if there is the likelihood of  a negative impact in carrying out our activities;

· Publishing the results of these assessments

· Making sure that the public have access to information and services; 

· Training our staff in being able to identify and tackle discrimination 

· Monitoring the whole process and using this information to develop and devise more pro-active methods of dealing with inequality

In addition to this we will: monitor existing staff and applicants for jobs, promotion and, training by their racial group, further develop our internal policies which cover monitoring of grievances, disciplinary action, performance appraisals, training and leavers. 

SEEDA’s Approach 
The legislation puts SEEDA under a clear duty to act, however we wish to act not just out of a sense of duty but also because it is good practice and necessary if we are to meet ambitions concerning equality and diversity.

To do this we have looked at the requirements and responded to them in a unique way: 
· Priority

· Impact

· Progressiveness

Priority.

The legislation asks for Public Bodies to ‘prioritise’ their work in to High, Medium and Low in relation to work which may have discriminatory effects (known as negative impact).

SEEDA operates at a strategic level, and our partners deliver such necessary work, whether it’s developing employment opportunities or cultural events. An arbitrary distinction between High, Medium and Low priorities misses the essence of SEEDA’s programme, as all of our work has potential to create strong negative impacts. 
To this end, all of our work will be assessed and scrutinised; however, we will start with the work most closely aligned to SEEDA’s primary objective – ‘economic prosperity for the region’. Over the next year we will examine:

· Business Support (Business Links)

· Procurement of goods and services

· Communications
· Reviewing the Regional Economic Strategy on behalf of the Region
· Our own staff profile

Impact

All of the above areas will be scrutinised, to see whether or not they are inadvertently:
· racially discriminating

· maintaining barriers that hold back opportunities

· developing unlawful bias

· ignoring opportunities to effect positive change

SEEDA has many partners running a large number of projects. So we need to be pragmatic if we are to be effective and maximise impact. Rather than have a ‘bolt on’ analysis system taking us years to resolve, to meet our need we have developed a unique three line strategy.

1. Our core policies will be Race Equality Impact assessed in a traditional manner. This will highlight areas of concerns which projects will then pick up on.
2. Our ‘knowledge workers’, e.g. project assessment and evaluation officers will assess all new projects within the ‘application process’ for negative impacts specifically looking at outcomes and the monitoring and evaluation of outcomes. Current and ending projects will be ‘evaluated’ via end output monitoring to check for negative impacts. Lack of information coming out of the project will be treated as a negative impact and addressed accordingly.

3. Partners carry out the vast majority of SEEDA’s work. As such the procurement process will include ‘equality suitability’ and an impact assessment process too. Our public body partners will be networked together in order to identify and redress negative impacts.

The research and intelligence gathered from these processes will be centrally collated at SEEDA. This unit will be responsible to develop evidence which will feed in to SEEDA’s policy processes.
Progressiveness 
This process is designed to be fast, it is immediate and dynamic. The key feature will be to look for race discrimination and the barriers that create this and to strip them down. Effecting change by developing ‘stepping stones’ for individuals and groups who where previously disadvantaged, enabling them to play a full part in the areas regeneration.
We are aware that ’inappropriate terminology/language’ can cause difficulty when discussing issues around race. We are also aware that whilst terminology such as ‘black’, BME (black Minority ethnic) BEM were legitimately coined in an era where ‘black’ was a political term highlighting the hegemony of a white society controlling non-whites, and this still has a validity - today we are also dealing with Eastern European émigrés, gypsies, travellers and Irish all of which come under the Race Relations Act.  Our use of the term ‘BME’ includes ‘all that are covered by the Race Relations Act’.
We recognise that racial discrimination can occur on grounds of skin colour, nationality and ethnicity and it is a necessary stepping stone to form self interest groups  in order to realise and then actualise potential of that group and its members, our approach will be to support such moves but moving towards integration rather than segregation as the final outcome.
In terms of meeting the needs of those disadvantaged by Race Discrimination we will:

1. Send explicit and consistent messages about why race equality matters to public service delivery and private enterprise. Make this applicable to newer communities, such as asylum seekers and refugees, as well as more established ones.

2. Reflect the fact that race equality is integral to improving the quality of life for all in any new guidance and initiatives.

3. Continue to integrate race equality into existing methodologies.

4. Develop auditors skills when working with partners and procurement, ensuring that race equality and diversity are integral to this process. 
5. Develop a shared understanding of race equality outcomes.

6. Ensure that any new equality guidance is focused on the delivery of outcomes.

7. Challenge local visions for equality where they lack ambition or are marginal to core organisational objectives.

8. Motivate local agencies to move forward by facilitating peer learning and support; identifying and sharing good practice; 

9. Look for ways to support the development of the local business case for equality.

10. Ensure that as an employer we are an exemplar to other organisations and companies.

This chart shows the flow of a typical projects life span and the stages of Impact Assessment.
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Using conventional economic measures, the South East is one of the UK’s most successful regions. Whilst data for many other UK regions may give negative or at best conflicting indications on progress, data suggests that the South East is a significant component of the Greater South East locomotive providing much of the growth in UK plc. 

Over the period 1997-2003 the region performed well, attaining relative to other UK regions:

· The highest economic activity rate.

· The highest employment rate. 

· The lowest unemployment rate. 

· The second highest Gross Value Added (GVA) per head.

· The second highest household income per head.

The region contributes not only to growth in the economy of UK plc, but is also the largest net contributor to the Exchequer, in 2004/05 contributing £11 billion or over 50 per cent of the total net contribution. In other words, the South East has delivered more than proportional growth to UK plc and in doing so has contributed through tax receipts to government spending elsewhere in the country.

Although the region is a key contributor to the UK economy and has consistently performed well, it would be naive to conclude that it is a region without problems of its own - the region is characterised by significant sub-regional disparities. Some areas of the South East are not benefiting from the relative prosperity that defines the region as a whole, and the region is not benefiting from this untapped economic potential. There are significant levels of unemployment among the Black Minority Ethnic population and there is opportunity to bring Black Minority Ethnic people into the market where there is demand. The information shows immense potential to develop new and thriving Black Minority Ethnic businesses.
As levels of prosperity have risen in the region as a whole, the gap between the least and some of the most deprived parts of the region has widened. 

There are significant disparities in labour market participation by gender, ethnicity and disability.  Some of the most prosperous areas in the region and the areas with the ‘tightest’ labour markets also have significant disparities in labour market participation.

Black Minority Ethnic people account for 4.9% of the population of the South East, significantly lower than national average 9.1%.
Within the South East there are significant sub-regional disparities in unemployment rates between the central and inner parts of the region and the coastal fringe.  Most of the districts in the coastal fringe and several large urban centres in inner areas have unemployment rates above the regional average.  There are significant disparities in unemployment rates amongst certain groups, in 2003 the unemployment rate for the white group population was 3.8 per cent, the Black Minority Ethnic unemployment rate was 6.5 per cent.  

There are significant disparities within the Black Minority Ethnic population, with almost one in ten people of Pakistan/Bangladeshi origin over the age of 16 unemployed.  Significant disparities in unemployment rates also persist within the region:

· 11 per cent of the Black Minority Ethnic population in Milton Keynes are unemployed against 4.7 per cent of the white population, with more than one in five people of Pakistani/Bangladeshi origin unemployed.
· 10.2 per cent of the Black Minority Ethnic population in Portsmouth and 8.3 per cent in Reading are unemployed against 4.7 per cent and 5.4 per cent of the white population respectively.

Unemployment rates for females in the South East of just 3.5 per cent compares favourably to male unemployment rate of 4 per cent.  However there are significant disparities within the region and between the white and the Black Minority Ethnic people:

· 3.9 per cent of white males in the South East are classified as unemployed, the comparable figure for the Black Minority Ethnic population is 6.1 per cent.

· Unemployment rate for females from the Black Minority Ethnic background is double the rate of the white population females (6.6 per cent against 3.3 per cent).

High unemployment rates persist amongst certain Black Minority Ethnic people, in particular males and females from Pakistani/Bangladeshi background and amongst Black and Black British females (11.2 per cent of Black and Black British females are unemployed).

Sub-regionally high and persistent unemployment rates for the Black Minority Ethnic population and by gender are spread across the region with some of the most prosperous and some of the ‘tightest’ local labour markets having a significant proportion of their Black Minority Ethnic population classified as unemployed.

13.8 per cent of working age people in the South East have never worked or are classified as unemployed.  There are also significant disparities between the population of the Black Minority Ethnic and white populations, 27.2 per cent of working age population from the Black Minority Ethnic population never worked or are classified as unemployed, the comparable figure for the white population is 13 per cent.  


There are significant disparities within the Black Minority Ethnic population with 38.8 per cent of Pakistani/Bangladeshi and 26.8 per cent of people from Black or Black British background classified as never worked/long term unemployed.

Within the region there are significant differences in the proportion of employees in higher-level occupations Slough, Medway and Southampton have the lowest proportion of employee jobs in higher occupations in the South East: each below 40 per cent.

Economic Activity Rates differ by Gender, Ethnicity, and Disability – Female residents, Black Minority Ethnic residents and residents with a disability are statistically less likely to participate in the labour market.  Relative to other areas of the UK employment rates amongst these groups tend to be higher in the South East.
There is evidence to suggest that people of working age from the Black Minority Ethnic people are less likely to be employed than their white counterparts.  While the overall employment rate for white populations is almost 80 per cent, employment rate for the Black Minority Ethnic population is just 67.8 per cent. Furthermore, there are significant disparities within the Black Minority Ethnic population with just 49.5 per cent of people of working age from Pakistani/Bangladeshi background in employment.  Within the region people from the Black Minority Ethnic population have persistently lower employment rates:
· The employment rates for white populations in Milton Keynes is 81.4 per cent against 66.1 per cent for people from the Black Minority Ethnic group and 46 per cent for people from Pakistani/Bangladeshi origin.

· Windsor and Maidenhead have 79.2 per cent of white population in employment against 63.8 per cent of the Black Minority Ethnic population and 37.1 per cent of people from Pakistani/Bangladeshi origin.

· 32 per cent of Black and Black British in Portsmouth are in employment against 57 per cent of the Black Minority Ethnic population and 78.9 per cent of the white population.

· The proportion of the Black Minority Ethnic population in Slough is 40.8 per cent, and the working age employment rate for this group is 67.6 per cent.

The latest data by gender for the Black Minority Ethnic population shows similar pattern and points towards large disparities within the region:

· 84.4 per cent of white population males are in employment, employment rate amongst the Black Minority Ethnic population is 74.5 per cent.

· 74.5 per cent of the white group females are in employment, employment rate for Black Minority Ethnic females is 61.2 per cent.

Within the Black Minority Ethnic population there are large disparities in employment rate with males and females from Pakistani/Bangladeshi origin having persistently lower employment rates across many localities in the region.

Members of Black Minority Ethnic population typically display higher inactivity rates than their white counterparts, reflecting the effects of discrimination, wider labour market and social disadvantage as well as cultural factors affecting participation in some ethnic communities
· Black people are 1.5 times more likely to be economically inactive than their white group counterparts.

· Asian people are 1.8 times more likely to be economically inactive than their white counterparts.

· Other members of the Black Minority Ethnic population are 1.6 times more likely to be economically inactive than their white population counterparts.

Economic Inactivity rates by Ethnicity

	South East
	White
	Black
	Asian
	Other

	1995
	18.0
	20.4
	30.5
	35.9

	1999
	17.1
	26.1
	35.6
	36.0

	2005
	17.7
	19.2
	31.9
	29.5


Source: ONS and IES (2005)

There are significant pockets of skill deprivation in the inner parts of the region, for example in Slough. A significant proportion of the working age population is of Black Minority Ethnic origin.  The latest data suggests that some ethnic minorities hold significantly lower qualifications than the national average.

If we turn to business start-up and growth, according to the recent research by Barclays, 71,400 new businesses were started in the region in 2004 (16 per cent of the total in England and Wales).  Around 3,070 businesses were started by the Black Minority Ethnic population in the region in 2004.  Given the latest estimates of the Black Minority Ethnic population this implies that business start-up rates for Black Minority Ethnic was around 3.4 new businesses per 1,000 population against the regional average of around 8.8 new businesses. 
The research suggests that on average Black Minority Ethnic businesses are larger by both turnover and employment than their mainstream counterparts.  In addition to this, they are managed by well-educated owner-managers from entrepreneurial backgrounds that are looking to their businesses to grow in the future.

SEEDA as an employer

Staff profile

SEEDA records and monitors its employment data using the categories outlined in the 2001 Census.  Four percent of SEEDA’s current 299 staff identify themselves as being of a BME origin.  Of these, 45% are employed in posts which SEEDA identifies as Senior Management.

The fuller reporting required in respect of SEEDA’s employment functions will continue to be set out in the Agency’s Annual Report 2004 - 05. 
SEEDA’s monitoring system only records bold figures of current staff. The development of SEEDA systems will be in place to capture and record statistics on employees’ recruitment, retention, promotion and training.

SEEDA Board
The Secretary of State in the Department for Trade and Industry (our sponsoring Department in Central Government) appoints a Chairman and Board to manage the Agency. The Chairman’s role is to ensure that the Agencies policies and actions support the wider strategic policies of the Secretary of State (which in practice are agreed and set out by the Corporate Plan); and the Agency’s affairs are conducted with probity. The Chairman shares with other Board members corporate responsibility for ensuring that the Agency fulfils the aims and objectives set by the Secretary of State and for promoting the efficient and effective use of staff and other resources by the Agency.
The Boards main role is to:

· Establish the overall strategic direction of the Agency;
· Ensure that the Secretary of State is kept informed of any changes which are likely to impact on the strategic direction of the Agency or on the attainability of it’s targets, and determine the steps needed to deal with such changes;
· Ensure that any statutory or administrative requirements for the use of public funds are complied with;
· Receive, review and act on regular financial information concerning the management of the Agency;
· Demonstrate high standards of corporate governance at all times;
· Appoint, with the Secretary of State’s approval, a Chief Executive to the Agency and, in consultation with the Government Office, set performance objectives which give due weight to the proper management and use of public monies.
Training

Over the past year, SEEDA has set up a cross-Agency group of Diversity Champions whose role it is to raise awareness amongst colleagues of diversity and equality issues, providing advice, support and signposting and identifying opportunities relating to specific policies/programmes.  The group is chaired by SEEDA’s Head of Economic Inclusion.

In addition to this role, two of SEEDA’s Diversity Champions have received training under the University of East London’s National Mentoring Consortium, Mentoring Programme and one has recently completed a programme of mentoring a black undergraduate. This training option will now be offered to all SEEDA staff. 
The training and development programme for SEEDA staff to deliver the Race Equality Scheme is under review.

SEEDA have recently set up an Officer Working Group (Diversity & Equality Managers - DEMs) of senior staff at Director level, their remit is:
· To ensure that staff are aware of the organisations commitment to equality (vicarious liability) 
· Ensure that the appropriate skills are developed within the work force 
· Held accountable for inaction in pursuing Race Equality Scheme and Equality Impact Assessments (if the organisation doesn’t produce -  internally this is where the ‘buck stops’) 
· Ensure that Race Equality Scheme is fulfilled and Equality Impact Assessments are on schedule 
· Examine how the service currently monitors and assesses their functions and how equality & diversity can be ‘built into’ this (whether adopting current methods or by incorporating an other stand along system) 
· Ensure employee polices (e.g. complaint procedures) can escalate (i.e. develop and work) to protect organisation/minimise damage by litigation

· Determine and uphold acceptable code of behaviour

· Ensure there is mechanism for ‘customer feedback’ 
· Ensure and pursue mechanism for Region wide ‘leadership’ on equality & diversity

This group can ‘sub- branch out’ each member can hold specific remits and hen can allocate a sub group to carry out the tasks within the remit.
Black Minority Ethnic owned businesses are increasingly making major contributions to the economy in the South East in terms of job creation, employment, GDP, income and wealth creation and there is immense potential to develop this.

It’s vital that SEEDA sets a clear action plan. Outlined below in table format is how over the next 12 months we will look at the following selected areas of work:
 

· The review of the Region’s Economic Strategy
· Business Support (Business Links)

· Procurement of goods & services
· Communications
· Our own staff profile
And show how we will break these down in order for us to meet our equalities and diversity goals.

Integral to the plan is:
 

· Gathering better statistical information in order to make more informed judgements 

· Examining employment rates and to set aspirational targets for racially disadvantaged groups 

· Creating infrastructure to facilitate the above goals 


         Race Equality Scheme Action Plan May 2005- May 2008.

	Directorate
	Responsible Section/Officer
	Action/Task Race Equality Scheme


	Outcome/Performance Indicator
	Monitoring and  Objective Time scale

	
	
	Provide strong vision and leadership to eradicate racial discrimination and give strategic direction and priority to fulfil The Race Equality Duty 

Review and Monitor Race Equality Scheme every six months through DEMG (Directorate Equality Management Group) establish baseline framework for reviewing Race Equality  progress in all of the Agencies provisions

work plans that include Race Equality elements  Implement diversity and equality initiatives across the entire structure
Carryout out regular reviews of progress of the Race Equality Scheme against Action Plan objectives and report back to SEEDA Board
Developing workshops to support directorates to set Race Equalities targets for external/Internal project/programmes/ policies.

	Ensure Race Equality targets and performance indicators are linked to key programmes and built into the SEEDA business planning and implementation processes

Implementation of Diversity & Equality across all work areas

Promotes Diversity & Equality

	Chair-person/Chief Executive/ Executive Directors/Senior Staff

Immediate and ongoing

Directorate Equality Management Group & Equalities Team June 07 and ongoing

	Human Resources
	
	To undertake an audit of ethnic &  other equality monitoring 

Improve collection and use of personnel monitoring data and publish results

Achieve and set targets Employment targets in recruitment and selection of under represented BME groups 

Undertake regular reviews of Human Resources policies & procedures to check for adverse impacts

Monitor policies and procedures  to make sure they meet the needs of ethnic minority staff

Develop BME SEEDA staff network

Respond effectively to complaints of racial discrimination and harassment
	Establish corporate & Departmental databases for collecting core ethnic information required by RRA Act

Challenge  discrimination and harassment within employment and service delivery

We aim to ensure that SEEDA’s Staff reflects the diversity of the South East Region

Develop accurate mechanism to records the number of incidents
	The audit has been completed. Inconsistent practices in the collection of information were identified. A corporate minimum standard for the collection, monitoring and reporting of data has been agreed and should be operational by Dec 2007  

Immediate ongoing

Immediate ongoing

Immediate ongoing

Immediate ongoing

	
	
	Monitor recruitment and positive action.

We have developed a common EIA assessment toolkit.
All existing HR policies & procedures and any proposed new policies/procedures  

Review policies & functions, strategies, projects, Divisional  Business Plans & Team Plans ensure they are delivered fairly and equally and in accordance with the Race Relations Amendment Act 2000, Disability Discrimination Act  Sex Discrimination Act,  Human Rights Act and with any codes of practice issued by the equality commissions
	Establish areas and levels of under-representation and develop an action plan to improve workforce representation. Plan to be agreed and incorporated into Human Resources Business Plan.

Establish positive action developmental opportunities for appropriate staff and to run recruitment campaigns for posts where there is under representation.

Undertake 100% of planned Equality Impact Assessments and Equality Monitoring Review on all existing policies
	training will be assessed and monitored by Human Resources

which will seek to cover

· Understanding of race and other equality and diversity issues including the SEEDA roles and responsibilities 

· Organisational planning, coordinating and awareness skills which automatically consider equality & diversity and cultural difference

· Fulfilling the duties in each of SEEDA’s Race, Disability & Gender Equality Schemes 

10 Equality Impact Assessment have been completed April 07

All other Human Resources Polices & Procedures will be Equality Impact Assessed by Dec 07



	Procurement


	
	
	
	

	
	
	Ensure Race Equality monitoring is in place for all contract bidders and that this data is constructively used to shape service provision and delivery within procurement.

Consultation with Tender Bidders in relation to gender equality service improvements

Explore ways in which we can attract tender bids from BME led businesses and organisations

Review the terms and conditions we use to procure goods and services to include information about the Race Equality.
Identify contracts for which Race Equality is a core requirement and include this in the specification for the contract, using EIAs where necessary.
Include a requirement in every contract that the contractor must comply with the anti-discrimination provisions of the Race Relations Amendment Act.
Where relevant, we will specify the evidence the contractor may need to provide to demonstrate its compliance with the general or specific duties. (Questionnaire)
We will ensure Race Equality is reflected, and given due weight, in the specification, the criteria for selection and award of the contract, and in the contract conditions, consistent with EC and UK procurement rules.
We will ensure contractors fully understand any Race Equality requirements of the contract.
We will Monitor the way the contract is fulfilled in respect of Race Equality, if and where relevant.
We will train all staff involved in procurement work, so that they fully understand the provisions of the Race Relations Amendment Act and how the Race Equality duty is relevant to work procurement

	Crucial implications for procurement where services need to be designed to be assessable and responsive to he specific needs of different  racial groups by attracting a diverse supply base

Undertake 100% of planned Equality Impact Assessments and Equality Monitoring Review
	Review and update procurement  strategies and procedures in light of the Race, Disability, and Gender Duty August 07/08

Immediate ongoing

	Sustainable Prosperity 
	
	Develop capacity building programmes for BME Business Development Agencies:

Managed Workspace

Procurement 

Finance 

E-Commerce

Explore ways in which financial literacy training can be delivered to (BME) organisations/businesses/individuals and potential of BME male/female entrepreneurs in the South East area.

Explore ways in which financial literacy training can be delivered to young BME students in the South East area   

Build on developing positive action programmes to increase BME involvement in green space and rural areas

Develop monitoring mechanism of BME participation in greenspace and rural areas

Improve liaison and networking links with BME communities and organisation

Work with BME community organisations/groups to encourage the use of green spaces for community events promoting good race relations
	Plan with partners a programme of support best suited to BME Enterprises, especially those with sales in growing international sectors


	2008

Immediate and ongoing

2007/2008

2007/2008

2007/2008

	Development Infrastructure Directorate 
	
	Prioritised physical development programmes in areas with significant  BME communities

Chatham Maritime

Rochester Riverside 

Oxford West End 

Community Stadium, Brighton

Brighton Centre

Shoreham Port

Woolston Riverside 

Southampton

Northern Above Bar, Southampton  

Ensure all new programmes/projects

Incorporate Equality Impact Assessment at the development stage of every project 
	Undertake 100% of planned Equality Impact Assessments and Equality Monitoring Review
	Immediate ongoing



	Strategy & Sustainability 
	
	Ensure that the RES implementation plan provide adequate resources and partnership capacity to deliver the outcomes required for  BME communities 
Develop  joint equalities plan for the agency which covers all 6 equality strands
Ensure that all directorate business plans address how they will include Race Equality, Equality & Diversity within their core activities
Equality Impact Assess Key policies that have a strategic impact on BME communities across the region including: Business Advice simplification, regional housing strategy etc

	Ensure external BME groups  monitor and evaluate RES Implement plan
Ensure better engagement with BME consultation

Monitored through progress reports on business plans
	Immediate ongoing 
2007/2008
Immediate ongoing 2007/2008

February 2007

	Communications
	
	Explore and develop Race Equality assured mechanisms to consult with all our stakeholders which will include drawing on a variety of sources, data, surveys, and census data or specifically service research 

Use community engagement  and consultation to understand the diverse needs of the BME community across the South East Region (Regional Economic Strategy) 

Key SEEDA  documents are available in different Community languages if required

	· Publish and report all consultation out comes

· Work in partnership and support BME Lead organisations and businesses 

· Ensure SEEDA programmes/project at a local level support the aims of addressing inequality through different media communication mechanisms

· Undertake 100% of planned Equality Impact Assessments and Equality Monitoring Review

	2008

Immediate ongoing

	Smart Growth
	
	Develop evidence base of issues causing disadvantage in the South East Region Labour market particular in relation to BME group

Develop of comprehensive regional data on ethnicity based demographics and economic impact to enable the effective assessment of regional strategies on Race Equality

Produce a timetable for regional strategy equality impact assessment processes to enable full participation and consultation opportunities for BME organisations.

Set Business Link targets for supporting BME  enterprise within the South East ensuring that EIA have been undertaken with regards to Business planning process
Support area regeneration, labour market programmes in South East England Region’s deprived areas,

Engage with Employment Service to 

integrate programmes
Research and analyse cost of discrimination to South East England Regions economy

Develop effective strategies for promoting Race Equality, Equality & Diversity in the work place among businesses, & SME’s small, medium enterprises 
	Ensure that effective strategies for promoting Race Equality, Equality & Diversity and inclusion among businesses including small and medium enterprise

Ensure we effectively use our regional local intelligence and information networks to identify and spread best practice models  for addressing Race Equality and inequalities employment, retention, and achievement

Undertake 100% of planned Equality Impact Assessments and Equality Monitoring Review

Use or undertake research and partnership activities to identify causes of racial discrimination and other forms of discrimination/ disadvantages within labour/skills market
Employment  Potential

Promotion of business case for diversity, good race relations, equality of opportunity, eliminate discrimination


	2008

2008

Immediate ongoing

2008

2007

2007

	Strategy & Area Teams 
	
	Establish and strengthen BME communities role with involvement and representation on Local Area Agreement & Local Strategic Partnerships

Establish and strengthen Role of BME communities with local and regional engagement  

Develop consultation models in conjunction with Public and voluntary sector partners that involve BME communities with all policy/strategy/programme/project development.


	Review impact and participation of BME communities and achievements. Use reviews as a baseline mechanism to identify strategies to address Race Equality inequalities


	2007 ongoing

	Economic Inclusion (equalities team) 


	
	Provide policy advice and guidance on a range of economic inclusion issues:  Race Equality & diversity, third sector, enterprise and disadvantaged, employability and neighbourhood renewal
Ensure performance management of Corporate Plans and The Regional Economic Strategy includes compliance and promotion to race equality 
Ensure KPI (Key Performance Indicators) include compliance with RRA

Local Government Equality Standards

Implement the Equality Standard for Local Government incorporating equality priorities of race, gender, disability, age and sexual orientation.

All Directorates with guidance provided by  Senior Equalities and Diversity Manager

Consult with diverse communities on all new or significantly changed policies/strategies/projects

	Encourage and support delivery of  the Race Equality Scheme Action Plan
Mainstream Race Equality Ensuring Race Equality Scheme is reviewed include compliance with RRA
Improve delivery or performance where directorates are underperforming on Race Equality 
Achieve Level 1 

Achieve Level 2

Achieve Level 3

Achieve Level 4

Achieve Level 5

Conduct consultation as part of Equality Impact Assessment Process


	2007 ongoing
Dec 2007 

Mar 2008

Mar 2009 

Mar 2010

Mar 2011

Immediate ongoing

	Performance Management


	
	Ensure that Race Equality, Equality & Diversity is built into project development and reflected in appraisal documentation
Report on Race Equality and Equality & Diversity action plan progress as 
part of Agency performance reporting

Include where relevant the monitoring of Race Equality in the wider RDA tasking framework


	Project managers proactively think about mainstreaming Race Equality, Equality & Diversity as part of their project development.  Survey PM’s
Race Equality & Equality & Diversity in ½ year and full year performance report
Ensure Race Equality monitoring practice universally consistent
Race Equality & Equality Diversity numbers stated in ½ year and full year performance report
	Immediate ongoing 
Immediate ongoing 
2007/2008

Immediate ongoing 2007/2008


SEEDA’s Race Equality Scheme – what we have achieved so far

SEEDA has revised its project appraisal process to ensure that project managers consider how each project addresses equality from conception to funding agreement.  This will trigger the need to carry out an impact assessment.
The tables below illustrate the range of SEEDA funded activities which have contributed to eliminating unlawful discrimination, promoting equal opportunities and promoting good relations between people of different racial backgrounds.

	Regional projects

	SEEDA has worked in partnership with a range of partners to deliver several region-wide initiatives aimed at tackling equality & diversity issues, this includes co-financing a number of projects through European Social Fund (ESF).  Much research has been carried out on employability, mostly funded through European programmes.  SEEDA proposes to pull this together in an easily accessible format to inform further project development.  There is also a need to bring together the Universities in the region with the aim of developing a virtual region-wide network for equality and diversity issues.  

	Project/Title
	Aim
	Outcome

	South East Funders Forum
	To bring efficiency and effectiveness in the distribution of funding across the regional, and clarity for local communities.
	Analysis of BME communities demonstrated that area based funding could be detrimental to individual and communities and would also affect targets of funders.  Funders have been able to champion against potentially discriminatory policy

	ESF funded - Diversity Means Business (DMB)  
	The project seeks to promote diversity in the workforce by a combination of interventions specifically targeted at Small & Medium Enterprises across the whole of the South East.  It includes advice, guidance and training to employers on recruitment, retention and human resource issues.  The Diversity Works Partnership includes representative organizations from the Black & Minority Ethnic (BME) and Disability target groups, who have been responsible for development and delivery of the project 


	 The project will produce a diversity toolkit; audit self-assessment tool (which 75 SMEs will use during the life of the project) and an action plan template, as well as develop training resources on Diversity issues (for which they are seeking OCN accreditation) that will be delivered to 300 SME employees. It will provide advice and support to 334 businesses (including 300 SMEs), of which we expect 234 to adopt action plans. It will hold approximately 5 dissemination/awareness events across the region.



	Diversity Means Business In-house Training
	Create awareness for front line staff.
	Staff better able to engage with diverse communities.

	South East Community Cohesion Network
	Aims to gather good regional information on issues affecting community cohesion in the region. 


	To ensure that South East

agencies learn about good practice from each other and from the Home

Office.

	European Social Fund Research – Unravelling workforce discrimination in the SE of England
	Research project to map out the incidence of discrimination in the SE involving BME communities, older workforce and disabled people.
	The results will be mapped against demographic and labour market intelligence to interpret the relationship between occurrences of discrimination and the characteristics of local economies and to establish where hot spots exist in relation to priority regeneration areas.

	The creative learning project
	The project will support the development of leaders and leadership skills amongst women, BME and disabled people who are owners/managers in SMEs in the Care & Voluntary & Community sectors across the South East.
	550 managers receive support from project with 250 completing coaching/mentoring course and 240 completing Action Learning Sets. 70 managers given places and support to complete Postgraduate Certificate on Management & Leadership in Voluntary & Community sector. 20 to progress to diploma and 20 to full MSc.  Also 11 best practice guides produced.

	The Home Office  Community Cohesion Pilot 

	To help the Home Office to develop an RDA Community Cohesion Toolkit
	Impact assessments currently being carried out on 3 projects:

EXODUS, Queensborough and Slough Gateway.

	Social Inclusion Partnership South East (SIPSE) – BME Action Group
	To address issues of leaderships and access to professional careers amongst Black & Minority Ethnic population
	Research and focus groups established to identify barriers.  Report of findings published soon.  Have also developed a regional SE commitment to promoting race equality, which is a document that partners can sign up to by stating their 3 actions to address race issues.  Plans are to develop this into a broader equality & diversity document.


	Sub-regional projects

	SEEDA has funded a number of diversity projects through its strategic sub-regional partnerships and through programmes such as the Enterprise Gateways. SEEDA has also influenced, funded and been involved with a range of projects in partnership with Business Link Organisations in the region.  Examples of sub-regional projects are given below.

	Project/Title
	Aim
	Outcome

	Ethnic Minority Community Regeneration
	To develop access to health & social services among ethnic minority communities and to provide community capacity building support to ethnic minority groups in target neighborhoods in Dartford and Gravesham.


	In 2005, the project is publishing a report 'Developing Health and Social Care Services with BME Communities'. This report describes all of the schemes that the project workers have been involved in them and evaluates them for best practice. The report will be distributed widely in 2005.

	Black and Minority Ethnic Community Training and Resource Centre, Brighton
	Centre will provide flexible room space, Information & Communication Technology training space, flexible office space and hot desking, business start-up facilities, reception and café hub, training resource library, crèche and outreach service.  
	Project commenced in May 2005

	Slough Gateway
	Business Link Berks & Wilts manages the Slough Enterprise Gateway on behalf of SEEDA.  The remit of the Gateway is to encourage economic activity in Slough’s deprived wards.  A significant audience of the Gateway is ethnic communities, social enterprises and women.
	After 2 years, the Slough Gateway is seen as an exemplar Gateway and all targets around supporting start-ups have been achieved.

	Introducing an ethnic advisory group to Business Links
	To create ambassadors of ethnic origin for Business Links and start an engaging relationship with these minority groups.


	Closer working relationships with the ethnic minorities of Maybury and Sheerwater in 2005.

	BME research project in Slough
	Identify and engage with BMEs and their networks.
	To increase the uptake of Government funded business support and initiatives.

	Service provider engagement
	Work undertaken with key service providers, particularly those who operate with various ethnic groups, to promote the benefit of taking business support.
	Database now populated with key contacts and relationships developed leading to increased referrals to Business Link Wessex from community and brokerage back to service providers, as appropriate.

	BME activity
	Focus groups held in Southampton – one for high skilled refugees and one for BME women.
	Workshops focused on determining needs and issues to inform 2005/06 activity for Business Link Wessex.

	Business Link Wessex Diversity & Equality group
	Internal group formed in Sept 04 to drive awareness and understanding amongst staff.
	Evidenced in the Business Link’s Business Plans 

	The Asian Business Group
	Devolved from informal origins into a network that was facilitated through Sussex Enterprise and aimed to help different cultures develop networking opportunities that would improve business performance.
	Group is now disbanded but was successful in helping business people from ethnic minorities to engage in network environments.  Attendees have since accessed networks that are specific to their business operations.  In the future ethnic minority business people will be supported through the ‘cultural diversity’ network.

	Reaching out to Ethnic Minority Businesses- Milton Keynes
	1) A questionnaire will be sent to all Black & Minority Ethnic Businesses in the near future.  The questionnaire has been produced in conjunction with the Race Equality Council (High Wycombe).  The aim of the questionnaire is to identify the exact needs of the BMEB’s.  
2) The establishment of an Enterprise Gateway (funded by SEEDA) to improve our reach into BME Communities in Milton Keynes.

3) SEEDA funded the East Oxford Action SRB Scheme. A major project of which was providing a Business Co-ordinator to work with ethnic minority businesses on a range of issues that complemented Business Link provision.
	Work commenced May 2005

	Embrace Diversity
	Using the medium of forum theatre the project aimed to educate the public, private and voluntary & community sector on the issues of equality & diversity.

The purpose of the training was to:

· Tackle issues around discrimination, prejudice and communication

· Realise the benefits which valuing diversity delivers for organisations

· Raise awareness of relevant diversity legislation

· Reinforce how a proactive approach to inclusive working practices is vital to motivation and productivity

· Provide a catalyst to effect cultural change and mainstream positive approaches to embracing diversity and sharing good leadership practice.


	17 training days took place in Hampshire & Sussex with 126 places funded for the voluntary & community sector.  Events were also attended by a range of public and private organisations including, the police, LSCs, NHS Trusts, the Royal Air Force, the Royal Navy, Ford, Meridian Broadcasting.  From the evaluation 93% thought the overall content was excellent and very good; and 73% felt the event would be useful for the work they do.  3 strategic events also took place in Medway, Thames Valley and the Isle of Wight to disseminate the project across the region.  Outcomes include improved understanding and raised awareness that diversity pays and improvements in the way leaders manage diversity.




SEEDA’s support for these projects has helped to establish a firm foundation of understanding of the issues that are faced in the Region.    
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The Draft Race Equality Scheme went through consultation process from July to September 2005. These are the comments.
	Comments on Draft REqS


	Action Taken
	

	
	Comment replied to directly by further correspondence
	Document amended

	The use of the word Scheme

Not clear if we are only considering Race equality

Induction training should include giving a better understanding of the business case for equality and diversity

What does mainstreaming through the consultation process mean and specifically to external partners

All functions should have a high relevance

Culture, Global regions and, Hastings & Bexhill graded low and medium why? 

Does the word ‘reasonable’ lessen your commitment?

Should you mention the South East Regeneration Network? As it includes BME interests

How is accessible information made available?

And how will this be made available throughout the life cycle of the project not just beginning and end?

How much attention is being paid to BME issues through the consultation process

The strategy needs to makes sure specific actions are taken to make a difference 

No mention of refugees gypsies or travellers

What is SEEDA doing to address lack of BME representation at senior management and Board level?        
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	Comments on Draft REqS


	Action Taken
	

	
	Comment replied to directly by further correspondence
	Document amended

	What is SEEDA’s budget to implementing the Scheme

The language used regarding black and minority groups is inappropriate

The reference to the issue of self employment and the BME population shows that there is an opportunity to help people further and this should be addressed in the action plan  

It would be useful if sub-regional rates could also be provided

It is important that the legal requirements on race and disability are not overlooked when writing a full equality scheme

There are further examples of specific BME business support activity at Business Link Wessex 

What is the role of the Champion and how does it fit with the development of the Scheme?

What will be required from Business Links to help with the impact assessment process

Procurement strategy - a reward and penalty system to include BME groups 

Please state the BME representation of SEEDA’s senior management group and the Board
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