British Association for Women in Policing response to consultation 

paper; “Advancing Equality for Men and Women: Government proposals 

to introduce a public sector duty to promote gender equality”
Introduction

The British Association for Women in Policing (BAWP) is a Support Association representing female police officers and police staff across England, Scotland, Wales and Northern Ireland. 

In 2001 BAWP launched Gender Agenda, a strategy to raise the spotlight on issues facing women officers in the police service. Containing five long term aims, the strategy focuses on;
· The Service demonstrating consistently that it values women officers. 

· To achieve a gender, ethnicity and sexual orientation balance across the rank structure and specialisms consistent with the proportion of women in the economically active population

· To have a woman’s voice in influential policy for a focusing both on internal and external service delivery

· To develop an understanding of the competing demands in achieving a work/life balance and a successful police career; and

· To have a working environment and equipment of the right quality and standards to enable women officers to do their job professionally.

As BAWP prepares to launch Gender Agenda II in 2006, it is now focusing on the issues facing all women in the Service building on the successes and considering emerging issues.

BAWP welcomes the proposal to introduce a public sector duty to promote gender equality and duty. It recognises the need to ensure that public authorities maintain a focus on the needs of an ever increasing diverse community; not just in terms of ethnicity and the need to ensure that its organisation is representative. Its staff must be trained and allowed to develop skills that enable them to best deliver the highest quality of service. They must have uniform, equipment, employment practices and a working environment that demonstrates their value to the organisation to enable them to perform their role.
In recent years, BAWP has recognised the focus on gender issues fading. Some organisations have failed to recognise the need to address every strand of diversity in everything it does every time.

BAWP believes that achieving the five long term aims of Gender Agenda represents an authority’s commitment to the public and to its staff. Sporadic surveys and targets are ineffective. There needs to be a clear focus, an understanding of needs and the issues affecting success. Performance data and opinion must inform action and bring about change.
BAWP welcomes the opportunity to respond to the Governments consultation.

Question One: What are your views on the proposals to introduce specific duties and what suggestions do you have on how the duty can best be framed to achieve the aims set out.

Specific Duties. A public authority must:

· Draw up a scheme identifying gender equality goals and showing the action it will take to implement them

· Consult employees and stakeholders as appropriate in drawing up their gender equality schemes

· Publish their gender equality scheme setting out goals and planned outcomes

· Monitor progress and publish annual reports on progress

· Review their gender equality scheme every three years.

The duty should lead public authorities to:

· Make a difference to women’s and men’s everyday lives through improved public services responsive needs

· Adopt better employment practices, that would help to retain skilled staff; and

· Tackle systematic discrimination more effectively.

BAWP supports the specific duties. Each duty provides a valuable element of a process that enables an organisation to identify issues and needs through consultation, which inform the gender equality scheme, setting goals and planned outcomes for implementing them. 
The requirement to publish the gender equality scheme, the setting of targets and monitoring progress provides the focus that BAWP believe will go some way to ensuring a better recognition of the issues affecting women and the need to invest in bringing about change.

Publishing, monitoring and reviewing not only supports that opportunity but provides a valuable insight for the public and employees of the commitment and success of each public authority. The public must be encouraged and empowered to challenge a failing authority and an employee given the right to choose. Every authority should strive to be the service deliver and employer of choice.
BAWP also believes that if the specific duties lead to better employment practices and the ability to tackle systematic discrimination more effectively, the working lives of many will be significantly improved. The cost in terms of financial, employee confidence and of course personal pain in any challenge of discrimination is immense. By public authorities having a responsibility in taking a more proactive approach to identification and elimination of discrimination, so there are benefits for the public, the employee and the authority.

Question Two: What are your views on the proposal to develop and publish a policy on developing equal pay arrangements between women and men and welcome suggestions as to what other requirements might be contained in a pay policy.

BAWP recognises the increasing differences between the pay of men and women, part time and full time staff. These differences are not just in terms of salary, but also reward and recognition. 

By requiring authorities to develop and publish a policy, BAWP is confident that this will bring about a greater awareness of where those differences exist and the extent. Furthermore by raising the spotlight on the issue and linking this in with the specific duties, authorities should identify the cause of such discrepancies and outline what action they will take to address. 
BAWP suggests that authorities should be required to demonstrate regular reviews of the pay, reward and recognition of staff carrying out similar roles under varying employment conditions. Where significant discrepancies occur and are not addressed, authorities should be required to outline why.

Authorities must recognise that different terms of employment can bring about different pay arrangements and conditions. Where this is the case, staff may be subject to discrimination. 

Example 1 
Staff on short term contracts are subject to greater scrutiny of their performance and may not be able to access those benefits enjoyed by colleagues. Where an individual is continuously employed under the conditions of short term contracts this must be identified and challenged. 
Example 2

As Police Authority’s seek to modernise the police service, so there is greater integration between police officers and police staff to perform the same or similar roles. Authority’s must identify where this occurs and ensure staff receive appropriate pay, reward and recognition.
Question Three: How far does the existing work of the BAWP cover the gender duty requirements on equal pay, and will the proposal result in additional burden?
Not a relevant question for BAWP to respond to.

Question Four: What are your views on the proposal to require public authorities to conduct Gender Impact Assessments (GIA’s) and to undertake initial screening?
Specific Duties. A public authority must:

· Conduct and publish gender impact assessments, consulting appropriate stakeholders, covering;

· All primary legislation and significant secondary legislation; and

· All major proposed developments in employment / policy / services

· Develop and publish arrangements for identifying developments that justify conducting a formal gender impact assessment.

BAWP recognises Gender Impact Assessments as an essential element of the policy making process, enabling policy makers to picture the effects of a proposed policy more accurately and to compare it with the current situation and trends. Public authorities already have a duty to carry out Race Impact Assessments and so BAWP would welcome the gender element be incorporated and in time all 6 strands of diversity, so creating a Diversity Impact Assessment. 
BAWP supports the specific duty to conduct GIA’s with an emphasis on the requirement to consult appropriate stakeholders. It is our experience that it is only once the views and needs of all stakeholders are obtained and considered, that policies, powers and legislation can be introduced without discriminating against any group.
BAWP has considerable experience in this area through Gender Agenda’s Long Term Aim 3. By ensuring that women are represented at such policy making fora, more consideration has been given to the procurement and purchase of uniform and equipment and the development of policy. 
In determining the circumstances that justify a public authority carrying out a GIA, careful consideration must be given to ensure that guidance or a requirement under specific circumstances must be made clear. Authorities must not be allowed to become complacent. 

Impact Assessments are not a new requirement and public authorities should recognise their significance and with effective methods for consultation costs minimal.

BAWP would argue that a Diversity Impact Assessment should be carried out on every piece of new legislation, the preparation of all policy and organisational procedure which directly or indirectly impacts on any member of staff or a group of people receiving a service which that organisation has responsibility to provide.
Where the Government considers there is a need for flexibility in some areas, BAWP would accept the requirement for authorities to carry out initial screening and endorses the considerations outlined in the consultation. 

Authorities should be able to provide evidence of the stakeholders consulted in all Assessments (full and interim) and action taken to minimise any form of discrimination.

Question 5: What guidance would be required by public authorities to allow them to properly carry out GIA’s?
Guidance should outline clearly the principle behind GIA’s, that of assisting public authorities in their duty to eliminate unlawful discrimination and to promote equality of opportunity between men and women.
Authorities must be encouraged to consider the impact across all diversity strands and the double jeopardy that many staff and members of the public face. It is not sufficient to deal with any one aspect in isolation.

The stakeholders engaged in the consultation must accurately reflect those likely to be affected by the legislation, policy or procedures. For example, it is not acceptable to rely on the advice of a police officer merely because of their gender. The authority must consider the experience of that individual in the environment in which the impact is likely to be greatest.

Question 6: What would your authority consider to be a suitable criteria to assist public authorities in deciding what constitutes a major service or policy development?
BAWP is concerned at the differentiation implied by the phrase ‘major’ and the manner in which this could be construed by public authorities. Organisational policies outline standards of service delivery and codes of conduct.

Irrespective of whether a policy is major or otherwise, authorities must ensure that policies do not discriminate in anyway.
Put simply, public authorities should be required to carry out GIAs on all policies which impact upon or influence the treatment, behaviour and working condition of staff, as well as those which impact or influence any aspect of service delivery to the public.

Question 7: What does your authority consider is necessary to be included in the guidance to assist bodies to apply the duty to promote equality when planning the procurement of relevant goods and services?

BAWP welcomes the recognition of the impact that the procurement for goods and services has on the authorities ability to eliminate unlawful discrimination and the impact of poor procurement procedures on the recruitment, selection, progression and retention of staff. 

Guidance is not sufficient; this must be a requirement of authorities.
Where guidance is given, it should encourage authorities to consider;

· The diversity of staff currently employed in the role for which the uniform or equipment is being procured and whether their needs and requirements are sufficiently met

· Where the range of diversity of staff currently employed is minimal, authorities should consider the needs beyond those strands. For example if all staff currently employed are male, but the workforce eligible to apply to perform that role represent any of the strands of diversity, then consideration must be given to the needs of the greater workforce.
· When renewing the procurement of uniform or equipment used by staff in different roles and representing different diversity strands, authorities must consider whether it remains suitable for effective performance of duty or role.

· Whether any uniform and equipment being procured is likely to impact on any aspect of service delivery. For example in a policing context; equipment used to support or carry out procedures against victims, witnesses or detainees.
Question 8: Please comment on the proposed criteria that should be used for determining whether public authorities should be subject to the specific duties.

Types of pubic authority to which specific duties should apply;
· Have significant dealings with service users

· Are significant employers; and

· Have significant impacts on the lives of women and men.

BAWP supports to criteria to determine whether public authorities should be subject to specific duties, although clarification should be given to the phrase significant employer. Consideration should be given, not simply to the number of staff employed but the nature of service delivery.
Question 9: Please give your views on the range of bodies the Government intends to require to comply with the specific duties.

BAWP supports the proposals on the range of bodies the Government intends to require to comply with the specific duties.

Question 10: What guidance should be offered to smaller bodies in order to assist them to comply with the general duty to promote equality?

BAWP suggests that smaller bodies should be encouraged to recognise the benefits of the gender duty, ensuring its service delivery meets the needs of a diverse community and that its working practices enable staff to deliver the highest quality of service. 
