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PREFACE 

acial Equality Means Quality sets out the quality standards for local 
government in the pursuit of racial equality. 

The CRE Racial Equality Standard attempts, for the first time, to 
establish a common framework for the development of racial equality 
that can be used by all local authorities. It aims to bring racial equality 
into the mainstream of local government by providing a common 
standard based on quality, with which to identify and acknowledge 
achievement made, and to plan systematically for improvement. The 
Standard is a mechanism for self-assessment and forward planning. 

Many local authorities are seeking to advance their equality work on a 
broad front, and are attempting to eliminate the possibility of 
discrimination on a variety of grounds. This document deals with racial 
equality, but offers an approach which should be a useful guide for 
work on  other equality issues. 

The Standard should be adopted and used both by authorities that have 
relatively substantial ethnic minority populations in their areas, and 
those whose ethnic minority popula tions are smaller and more 
scattered. In the light of substantial evidence from within Scotland, the 
'no problems here' arguments, which have often been heard in the past, 
are giving way to a recognition that work needs to be done to overcome 
the barriers to genuine equality of opportunity for all citizens. All local 
authorities in Scotland, including joint boards and joint committees, 
have obligations under Section 71 of the Race Relations Act 1976. The 
CRE Racial Equality Standard sets out how those obligations can be 
met. The principles which underpin the  Standard are appropriate to all 
local authorities, whatever their circumstances. 

This is acknowledged in the endorsement of the Standard by the 
Convention of Scottish Local Authorities. 

Leadership is a crucial ingredient in winning change. The C R E  looks  to 
local authorities to provide the leadership necessary to translate that 
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endorsement into an improved quality of life for all our people. Only i f  
those in positions of power turn  their commitment to racial equality 
into determined action will things change in reality. 

In partnership, we can make equality work and make a vital 
contribution to the quality of life in a just society for everyone 

! lr t ’  G Herman Ouseley 
I Chairman, 
, Conwzission f o r  Racial Equality 

\ J +  b&r, l+..b/9-’- 
I. 
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”1 ocal government is a fundamental level of democrac) in the UI<. 
, : L I t s  serkvices directl). alfrect the lives of all British people, and it is a 
2 major emplo>per. Its  influence on equality of opportunity is 

decisive. L o  ca 1 government’s p LI r 5 ui t of eq u a l i  ty of oppo rt  u n it y, 
therefore, needs to be well-focused, effective, a n d  measurable by a 
common standard. The C R E  has produced its Standard a5 such a 
measure for racial equality. The justification for the Standard derives 
f rom the statutor). duties placed on local authorities under Section 71 of 
the Race Relations Act 1976, to eliminate racial discrimination and 
promote racial equality. The Standard outlined here also responds to the 
following questions: 

0 What is the basic case for action on racial equality in local 
government? 

0 What should local government aim for in its work to develop racial 
equality action programmes? 

Which are the key measures that will translate polic) and procedure 
into progress? 

0 How can that progress be measured? 

The CRE seeks the commitment of local authorities and their 
associations to this Standard. We expect local authorities t o  de\.elop a 
process of regular re\riew and  audit of their implementation 01 the 
Standard, in the same way that they monitor standards of performance 
and quality of service. This process should identif)? and rein(1L.e barriers 
to its implementation, set objectives for future action, and de\ elop 
system s f o r re cog ni si ng progress. 

.. . 
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There are a number of laws which place racial equality-related 
obligations on local authorities in the planning and delivery of their 
functions and services. 

The Race Relations Act 1976 makes it unlawful to discriminate directly 
or indirectly on the grounds of colour, race, nationality (including 
citizenship), or ethnic or national origin, or to apply requirements or 
conditions which are disadvantageous to people of a particular racial 
group, and which cannot be justified on non-racial grounds. The Act 
covers housing, education, and planning functions as well as all other 
local government services provided to the public. It also applies to 
discriminatory treatment of local government employees and 
discriminatory recruitment and  selection practice. Further it is unlawful 
to apply pressure, instruct or aid discrimination by another. 

In addition, Section 71 of the Race Relations Act places a general 
obligation on local authorities to: 

0 Carry out their various functions in such a way as to seek to 
eliminate unlawful racial discrimination. 

0 Promote equality and good relations between persons of different 
racial groups. 

This Act sets out a framework within which local authorities can ensure 
that companies and other bodies applying for inclusion in select or 
approved lists, bidding for contracts and working under contract take 
reasonably necessary steps to comply with the Race Relations Act, and 
the CRE Race Relations Code of Practice in Employment. 
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This legislation acknowledges the differing needs of various ethnic 
communities and places an obligation on service providers to plan 
appropriate provision in consultation with those groups. 

At the time or writing (April 1995) ,  this bill is still before Parliament. 
It is expected to place an obligation on social work departments to take 
account of a child's religion, racial origin, cultural and linguistic 
background, and the different ethnic groups to which children in need 
belong, when arranging day care, or encouraging people to act as foster 
parents. 



Equality of opportunity enables local authorities to  enhance the quality 
of services they provide for all sections of the population. 

Ensuring that local government functions meet the needs of ethnic 
minorities in the population, and  involving these groups fully in the 
local democratic process, strengthens the whole fgamework of 
democracy and accountability, and  the role of local government. 

Delivering the services that local people need, in the most appropriate 
way, will increase service users’ satisfaction with the local authority. A 
good equality of opportunity policy will ensure that managers seek 
accurate and unbiased information about their existing and potential 
customers, and lead to appropriate marketing and provision of services. 

A local authority workforce that reflects the ethnic diversity of its 
community will help to ensure a responsive and appropriate service for 
service users. 

A local authority staff that is not narrowly-based, but that is diverse, 
ethnically inclusive and skilled in responding to the whole community, 
will help to develop relevant, high quality services and service delivery 
for a diverse population. 



20 

Even in a recession, there are skill shortages. Since human talents are a 
critical competitive resource, local authorities need to develop the 
reputation that will make the very best applicants from the broadest 
background possible want to work for them. 

A local authority that has high status with the community it serves will 
be an  attractive partner to the private sector wishing to improve its 
profile with its customers and the community. 

A local authority that has developed the full support of its various 
communities is better able to meet the requirements of central 
government, and be seen as a valued partner. 

Discrimination is expensive: it costs money, and undermines staff 
morale and reputation. Industrial tribunals are no longer constrained by 
limits on the compensation they can award victims of discrimination. 
Adverse publicity from such cases, or from a CRE formal investigation 
into alleged unlawful racial discrimination, are other factors in 
calculating the cost of discrimination to a local authority. A public 
perception that the authority discriminates undermines the quality case 
for racial equality in local government. 
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Experience over a decade has shown that the best equal opportunity 
local authorities should be able to demonstrate: 

0 COMMITMENT 

0 ACTION 

0 OUTCOMES 

Does the local authority have the following? 

0 A written racial equality policy clearly linked to the authority’s 
overall mission statement, and which reflects the CRE Standard. 

0 A members’ committee at corporate andior directorate level with 
overall responsibility for racial equality policy implementation. 

0 A high public profile for that policy. 

0 An action or implementation plan covering: 

Senior management’s role. 

Responsibilities and resources. 

Desired outcomes and targets. 

Timetables and time scales. 

Methods for measuring progress. 

Methods of consultation with employees and service users. 

Regular communication and publicity of the policy and action 
plan to: 

Employees. 
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Service users. 

Recognised consultative forums. 

The public. 

Applicants for jobs, advice and grants. 

Suppliers of goods and services. 

$lgT]Q% 

Internal 

Does the local authority do the following? 

Collect information by ethnic origin on: 

0 All aspects of its personnel practice. 

0 Staff in post. 

0 Applicants for jobs, promotion and training. 

0 The population it serves. 

0 Its service users. 

0 Applicants and those tendering for business contracts. 

Use the information to: 

0 Guide and target its personnel policy. 

0 Establish norms against which to measure performance and targets. 

0 Identify shortfalls in service provision and delivery, and the reasons 
for these. 

0 Feed these data into a review procedure. 

Improve performance. 

d 

Review in detail: 

As on eiizployer: 

0 Recruitment and all personnel funsrions. 

0 Job criteria, against the requirements of the job 
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0 Staff selection methods, including tests, against required 
performance. 

0 Training needs. 

0 Promotion routes and procedures. 

As a purchaser and provider of goods and services: 

0 Provisions ensuring that ethnic minority led businesses have equal 
opportunity to compete for contracts. 

0 Racial equality standards for contracted-out service delivery 

0 Racial equality standards for contractors. 

In community outreach and marketing plans: 

0 Action plans, including targets and objectives designed to improve 
outcomes. 

Train and educate: 

0 All staff in the effective implementation of the action plan, including: 

Managers. 

Personnel and equal opportunities staff. 

Recruitment and  selection personnel. 

Train er s. 

Service deliver\. staff. 

Customer care staff. 

Develop the potential of ethnic minority staff, particularly where 
U n d e r r e p res e n t e d , i n cl u d i ng a c t i o n s u c h a s : 

0 Mentoring schemes. 

Shadowing schemes. 

0 Networking. 

0 Training to enable ethnic minority staff to apply for work in 
particular areas or jobs,  or a t  particular grades, where the Race 
Rela t ions Act a 1 I o\vs 'positive a ct i on  ' . 
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External 

Does the local authority do the following: 

Reach out to  the community and service users, and build 
partners hips, in cl u d i ng : 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

Providing work e xp e ri e n ce o p p o r t u n it i es . 

Co-operating with other employers in developing and sharing good 
practice, including participating in local employers' equal 
op p ort uni t i e s n et wor ks . 

Initiating or participating in pre-employment training schemes. 

Providing staff, and other, resources to community groups. 

E nco U raging suit ably qu a 1 i f  i e d et h n i c minority - led b U si n e s s e s t o  
tender for the supply of goods or services. 

Requiring organisations on contracts to achieve minimum racial 
e q u a 1 it y stand a r d s. 

Sponsoring community projects with a racial equality dimension. 

Offering equal access to financial support for the ethnic minority 
v o 1 u n t a r y sector. 

Promoting awareness of the local authority's racial equality policies, 
to develop accountability to those it serves. 

Prok7iding financial and other support for Racial Equality Councils, 
where appropriate. 

Providing a comprehensive translation and interpreting service. 

Reviewing the appropriateness of all service provision. 

, '  : \ ,  i I  

fl) 1.) 1 '  L, c j ;,: : -3 

Has the local authority been able to demonstrate outcomes through 
procedures and action such a s  the following? 

As nrz riuployer by showing: 

0 Improved representation of ethnic minorities a t  all Ie\~els. 

0 A broader skills and experience base in the workforce. 

0 Improved employee understanding of relevant racial equalit). issues. 

0 Grtsa1t.r commitment from ethnic minority stafl. 
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e An enhanced reputation as  an  equal opportunity employer. 

Increased output and productivity as racial harassment is tackled 
effectively. 

e Staff are comfortable with, and clear about, their rights and 
responsibilities. 

As a provider of services by showing: 

e That service users fairly reflect the ethnic composition of the local 
population. 

e Increased levels of ethnic minority customer satisfaction. 

e Increased levels of support from the local community. 

e Favourable publicity from the media, CRE, etc. 
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In the following pages, we  set ou t  five levels of achievement that 
represent progress on  racial equality in five areas. Almost all local 
authorities will be able to 'opt in' to this process a t  one of these levels; 
each incorporates the level preceding it. This method aims t o  a l low 
recogvziriou of achievement and to facilitate p l a m e d  progress to higher 
levels. It offers local authorities a n  entry point linked to a clear line of 
progression. The Standard is defined at  a corporafe l e ~ ~ e l ;  it will a lso need 
t o  be applied b). directorates o r  departments. 
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AREA l=POLlCY AND PLANNING 

a 

a 

a 

0 

All employees, service users, contractors and 
organisations which come into contact with 
the local authority are aware of its racial 
equality action programme. 

The internal consultation process ensures that all 
employees are informed of the value of equal 
opportunity, and are committed to that policy. 

The local authority is able to evaluate progress 
towards achievement of its racial equality 
objectives. 

Members and officers have more comprehensive 
information from which to plan and implement 
the programme, internally and externally. 

I 

. .  

. . .  
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AREA I I  - SERVICE DELIVERY AND 

The local authority's position on racial 
equality is clear to all service users and 
organisations with contracts, or seeking 
contracts. 

Staff in all service delivery directorates are 
clear on the policy and the action needed to 
implement it. 

The consultation process leads to greater 
satisfaction with the local authority's services 
from all sections of the community. 

Members of the public are aware that breach 
of the policy will be met with action from the 
authority. 

The local authority and its directorates are 
seen as standard-setters on racial equality. 

,,' 

--.- _ _  -_ 

._ __. . 
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LEVEL 1 0 Establish a written policy on racial equality for individual service delivery dircctoratcs. endorsed by relevant committer chair, and ienior officers 
0 The written policy rcflccts the corp<,rate raciai equality policy. the Recr Relations Ac: end relevant CRE Codes of Practicc. 
0 The policy has been the subject of consultation with service users 

LEVEL 2 0 Members and senior officers endorse an action plan flowing from the policy 
0 The action plan requires systematic activity in ali sections of the directorate. 
0 Set up a defined structure of responsibility for racial equality of opportunity within the directorate 
0 Establish ethnic monitoring of the take up of a core set of services as a standard procedure 
0 Develop and use a consultative machinery to establish the needs and satisfaction leveis of ethnic minority service users 
0 Provide appropriate translation and interpreting services to enable ethnic minority service users to have ful l  access to all services. 
0 Contracts with agencies delivering services on behalf of the local authority include a requirement to deliver a n  effective and appropriate service, fairly and without 

unlawful discrimination. 
0 Ensure that staff delivering services are trained to provide an appropriate and informed response to all service users without unlawful racial discrimination. 

LEVEL 3 0 Ethnic monitoring of the take up of all services becomes a standard procedure 
0 Use ethnic data to feed into policy review and targeting. 
0 Monitor the effectiveness of community consultation on influencing service delivery. 
0 Plan services annually and on a long term basis. using ethnic demographic data from the Census to establish targets 
0 Set up a procedure for reviewing the implications for ethnic minority service users of ail decisions to increase, decrease or  realiocate funding 
0 Use this procedure to take into account the needs of ethnic minority service users when new services are planned 
0 Use this procedure to consult reievant community organisations on the suitability of service provision. 
0 The job description and contract for local authority service delivery staff include the delivery of an effective and appropriate service to ethnic minority service users, fairly 

and without unlawful discrimination. 
0 Esrablish and publicise the local authority mechanism for dealing with complaints of racial discrimination against itself from members of the public. 
0 Contract compliance is guided by pre-contract evaluation, supported by standard contract conditions which require compliance with the CRE Race Relations Code of 

Practice in Employment. and systematic checks on the racial equality component of service delivery. 
0 Ensure that staff training in racial equality is formally linked to performance measurement. 

LEVEL 4 0 Build racial equality objectives into the  job description and performance indicators oi senior management, and ensure these a re  subject to the standard appraisal process. 
Directorates make full use of external funding (Urban Programme, European funding) to maximise appropriate service delivery. 

0 Monitor the allocation of financial resources to assess the impact on ethnic minority communities. 
0 Repon progress on the action plan reguiarly to Directorate Members Committee, which feeds back into review and targets. 
0 Extend the scope of the contractual equality requirements for suppliers of services to the local authority to mechanisms such as  a n  approved list and special select lists: 

arrangements to apply to contracts valued a t  f5.000 and above. 

LEVEL 5 0 Build racial equality objectives into the job description and performance indicators of all managerial staff. and ensure these a re  subject to the standard appraisal process. 
0 Directorates become exemplars of equality of opportunity in their particular field, share their experience with similar directorates in other local authorities, and provide 

suppon for them in the development of their o w n  good practice. 
0 Give guidance to applicants for contracts unable to  provide sufficient evidence of their equal opportunities policy on how to achieve a suitable standard. 
0 Take appropriate action against contractors who breach their contract by failing to comply with racial equality commitments 
0 Build and support racial equality networks with other authorities, at regional, national and international level. 
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AREA 111 - COMMUNITY DEVELOPMENT 

Community participation in the democratic 
process and structures of the local authority 
increases. 

The proportion of the population on the 
electoral register increases. 

There is greater involvement of the ethnic 
minority voluntary sector in the work of the 
authority. 

Take up  of council services widens across all 
sections of the  community. 

The needs of ethnic minorities are 
systematically built into funding and 
development planning. 

I 

! 

. .  1 -. . . . - 
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LEVEL I 

LEVEL 2 

LEVEL 3 

LEVEL 4 

LEVEL 5 

The local authority state5 t i i a t  i t s  goal is 111 support the dcieicipment cif >trmig, \ectirc. df.reiiant. 5 c i l . c ~ i i i l i w n t  cuiiiniiiiiitics lrcc Irutii uniawliii racial 
di5criniinatioii. 

Takc account of  the prcicnt ar.d future needs of ethnic minoritv commiinitic~ in niab.iiig a corporate a w w i i c i i t  of ci~niiiiiinity nccd,. 

Corporate a n d  directorate Icvci racial equality p~il icics and action pian, hciii guide t h  priiccs.  

!\lake a funding commitnicnt to  the ethnic minority voluntary sector. 

Translate adrcrtiscnicnts. ieaflcts. videos. etc. giving information ah i iu t  services and dctnocrstic structiircs and participation, into appriipr:a:c community Iangtingcs. 

The cthnic minority voluntary  sector is a key strategic partner in development and rcgcneration planning and programmes 

Make f u l l  use of the Urban Programme and European Iunding to pursue equality obJcctivcs in regeneration and planning programme,. 

Set up mechanisms to ensure that planning appiication,. licensinp and orher control and planning priicesse5 take place within a context that Iavour, ciinimtinity 
development, and takes account of ethnic minority needs within that. 

Establish mechanism5 for responding to racial harassment, and racial attacks. suppor:ing victims and removing racist graffiti. 

Contribute to the funding of a Racial Equalit? Council. where appropriate. 

Set standards acros, the authority for the provision of a consistent translation and interpreting service 

Establish a mechanism to mcasure and rrview the quality 01 translation and interpreting services purchased from outsidr agencies. 

Provide information and training for ethnic minority community and voluntary organisations on the decision-making process. and how to use and gain access. 

Take specific steps to ensure that ethnic minorities have full and equal access to the electoral register. 

Publicise the mechanism for responding to racial harassment and encourage victinis to report incidents. 

Guarantee the removal of racist graffiti within a defined time after reporting. 

Set up  a Iormai mechanism to consult with ethnic minority citizens. 

Rrgularly review the criteria for funding the voluntary sector to ensure they do  not discriminate against ethnic minority organisations. 

The monitoring of racial harassment, attacks and racist graffiti inform resource allocation and policy development. 

Dircctorates can demonstrate how consuitation with ethnic minority communities h,is shaped major policy development and resource allocation. 

If in receipt of Urban Programme funds: 

Include the needs of ethnic minorities in the bid. 

Draw up the bid in partnership with the local ethnic minority voluntary sector and through the formal consultative mechanism with the ethnic minority 
communities. 

If in receipt of Urban Programme funding. monitor the effect of all aspects of expenditure from those funds on ethnic minorities, a n d  feed that into the 
next round of bidding. 

Involve ethnic minority organisations in this monitoring. 

Require each directorate to identify h o w  its policies can contribute to community development, and  the needs 01 ethnic minorities within that. 

Include objectives on ethnic minority community development in performance indicators for senior managers in all directorates. 

Build and support racial equality networks with other authorities at  regional. national and intemarional level. 



AREA IVa - EMPLOYMENT 
(RECRUITMENT AND 
SELECTION) 

Applicants are drawn from a better, wider 
pool, with greater opportunity for all ethnic 
groups to apply for jobs and promotion, and 
for individuals in underrepresented groups to 
compete on  equal terms. 

Managers and staff think more clearly about 
job and skill requirements. 

Selection decisions are more cost-effective as 
they result in lower rates of staff turnover. 

Efficiency increases as recruitment procedure 
improves the match of applicants' skills to the 
needs of particular jobs. 

Fewer supportable complaints about unfair 
recruitment. 
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AREA IVb - EMPLOYMENT 

e 

e 

e 

e 

0 

e 

(DEVELOPING AND 
R ETA1 N ING STAFF) 

There are increased opportunities for all staff 
to progress in the local authority. 

Training budgets are used more effectively. 

There are reduced levels of absenteeism. 

Staff are more willing to contribute ideas and 
volunteer solutions. 

There is better team-working. 

Service delivery is improved. 

\ 
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AREA V - MARKETING AND 
CORPORATE IMAGE 

All staff, and potential staff, are aware of the 
racial equality policy. 

Greater coverage of the local authority's 
policy in the media, including ethnic minority 
media. 

Greater involvement of all sections of the 
community in local authority public events. 

Community events are of direct relevance to a 
variety of ethnic groups. 

The authority is seen as a standard setter for 
racial equality. 

1 



! . .> , 

OP 



POLICY SERVICE COMMUNITY EMPLOY MEN1 EMPLOYMENT MARKETING 

CORPORATE 
AND DELIVERY AND DEVELOPMENT (RECRUITMENT (DEVELOPING AND AND 

PLANNING CUSTOMER AND RETAINING 
CARE SELECTION) STAFF) IMAGE 





Race Relatieiis Code of Practice: f o r  the eliiiiinarioii o f  racic1 discrii7ziiii7i!i;1 OiTd 

the promotion efeq11111 opportiinity in employ77ie:zt. CRE 1984. 

A f u I I  list of CRE publications is available from the  C R E ,  
Hanover House, 45-51  Hanover Street, Edinburgh EH3 2P2, 
or from CRE Publicalions, Elliot House, 10-12 Allington Strerr ,  
London SW1E 5EH. 
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Ha n o 11 e r H o LI se 
4 5  Iianover Street 
Edinburgh EH2 2PJ 
'E'O131-226 5186 

(Hznd  ~.ff i~t ' )  

Ellio t HOLI se 
10- 12  Allington Street 
London SW1E 5EH 
'E' Oi7i-828 7022 

Central Scotland Racial Equality Council 
Cape Vn i -  Cent !-e 
I<ersc" Ro2d 
StirliIiS FK7 7 S G  
E Oi7;;h 4500'5 



Lothian Racial Equality Council 
14 F o r t h  Street 
Edini?c!rgh EH1 ]LE 

'E 0131-556 0.14; 
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S t r a t  h s 1 y d e C o rn m U nit )i R e  ia t io ns C o li n c i 1 
1 1  5 Wellington Sti-et.; 
G l z i ~ g o ~ '  C2 2XT 
'G 0141-227 6038 

Tayside Racial Equalily Council 
20 Parerson Street 
D~ii?dee DD3 6QR 
' E O l 3 S 2 S l S S 0 6  

Convention of Scottish Local Authorities 
R os e b err  y Ho LI s c" 

9 Havmarliet Terrace 
HaymarkeI 
Edinburgh EH12 5x2 
'E 0131-346 1222 

Scottish Local Government Information Unit 
Room 433/434 
Ealtic Chambers 
50 \Ve!lingron Si re t r  
Glasgow G 2  6HJ 

0 1 4 1 - Z 6  4636 

Local Authorities Race Relations Information Exchange 
41 Bc.19-21 c' squiii.< 
L o n d o l l  SI"$ 1x SYZ 
's 0171-237 6011 
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If you require further information please do not hesitate to contact either myself (telephone 0171 
932 5423) or Nirmalya Bandopadhyay (telephone 01 71 932 5288). 

We look forward to receiving your entries for this year's Awards. 

Yours sincerely 

Colin Ham 
Head of Strategy 




