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Purpose 

The purpose of this report is to update the committee on the work of the Member Officer Worlung 
Group on Equal Opportunities. 

Background 

In November 1996 North Lanarkshire Council published an Equal Opportunities Policy designed to 
ensure equal rights for all who used Council services, or worked as an employee of the Council. The 
scope of this document was wide-ranging, encompassing both service provision and employment 
issues, and pledging not only to treat every individual with respect and fairness, but to take positive 
action to counter any discrimination which might be seen to exist. Its ‘Charter for Equality’ 
committed the Council to a course of action which would help to fulfil these important responsibilities 
as a service provider and as an employer. 

While some progress has been made in achieving the objectives set out in the Policy, the Council’s 
Social Inclusion agenda has lent increasing urgency to the matter of ensuring equality of participation 
and access for service users and employees. In this context, an Equal Opportunities Member / Officer 
Working Group has been established to review the Equal Opportunities Policy, to consider the ways in 
which the Council could move towards fuller implementation of its Charter for Equality, and to make 
recommendations to the Social Inclusion Committee accordingly. 

This paper summarises the preliminary work of the Equal Opportunities Member / Officer Working 
Group to date, and seeks the permission of the Social Inclusion Committee to approach departments 
with a questionnaire and proposed fi-amework for action. 

NLC Equal Opportunities Policy: Promoting Equality and Challenging Discrimination 
As reflected in its terms of reference, the Member / Officer Equal Opportunities Worlung Group has 
taken cognisance of both the spirit and the substance of the council’s policy in proposing a fiamework 
for fuller implementation. Some rehearsal of the thinking behind the policy may prove useful at this 
point. 

The policy was developed in 1996 in response to the expressed wish of the Council to create in North 
Lanarkshire ‘an ethos within which all people are valued and can learn to value each other’, as well as 
to meet its legal requirements. Equity and social justice, efficiency and effectiveness, and the 
reputation of the Council were advanced as reasons for pursuing this course of action, and the 
promotion of equality and the countering of discrimination were guaranteed in respect of the following 
elements of group identity: sex, race, colour, nationality, disability, age, sexuality, marital status, 
religion or political belief. 
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2.6 In addition to the wish of the Council to pursue fairness and equity in all its policies and actions, the 
Council also has a legal duty in respect of the following Acts, as detailed in the Policy: 

+ Equal Pay Act (as amended) 1970 
+ Sex Discrimination Act (1975) 
+ Race Relations Act (1 976) 
+ Rehabilitation of Offenders Act (1974) 
+ Disability Discrimination Act (1976) 

Since 1995, various other pieces of legislation have come to the fore, most notably the Disability 
Discrimination Act (1995), and the European Convention of Human Rights. A number of proposed 
action points inevitably follow from this legislative framework. 

2.7 

2.8 

3.0 

3.1 

3.2 

It was recognised by the group, however, in formulating these initial recommendations, that the duties 
and aspirations of the Council go far beyond a narrow legalistic interpretation of the law. If the 
Council’s mission to promote social inclusion is to be in any way realised, a whole array of issues 
need to be identified and addressed. These will certainly include tangible barriers, such as physical 
access to buildings or the lack of interpreting services, but will also include the less tangible but 
nevertheless very real barriers to access and participation, such as stereotyped attitudes and 
expectations. 

In proposing a way forward, therefore, this paper outlines a comprehensive and progressive approach 
to implementing the policy, advocating early consultation with user groups, involving departments 
from the outset in determining issues and action points, and above all, placing the equal opportunities 
agenda, along with the social inclusion agenda, at the heart of the Council’s Service Planning process. 
Achieving equality of opportunity in service delivery and employment practice must be seen as 
fundamental to the work of each department and of the Council as a whole. 

NLC Equai Opportunities policy- developing a framework 

In forming the Member / Officer Working Group, a corporate framework to research and develop 
equality of opportunity has been created. The terms of reference of the workmg group sets out the 
scope of activity. Specifically the member/officer group will 

1. Consider the implications for the council of the Disability Discrimination Act, including the 
response of the council to that legislation, and the implications of it on the council’s policies for 
promoting equal opportunities and social inclusion, and 

2. Monitor and review the council’s policies on equal opportunities and social inclusion with 
particular regard to race, gender and disability and consider a) the effectiveness of those policies 
on the promotion of equal opportunities and social inclusion and b) proposals in this context to 
improve the quality of life for residents of North Lanarkshire. 

Disability Discrimination Act 
The DDA makes it unlawful for employers to discriminate against current or prospective disabled 
employees for a reason relating to their disability. The Act also makes it unlawful for service 
providers to treat disabled people less favourably for the same reason. Since 1 October 1999 service 
providers have to make “reasonable adjustments” for disabled people such as providing extra help or 
making changes to the way they provide their services. From 2004 service providers will also have 
to make “reasonable adjustments” to the physical features of their premises to overcome physical 
barriers to access. 

The working group has already considered matters relating to the physical barriers and the Director 
of Administration is currently collating details of progress made in each department. The matter will 
also be the subject of further consideration by the Director of Planning and Environment and the 
Director of Housing and Property Services in relation to the audit of Council premises and the 
subsequent capital programme requirements. 
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The working group has also considered the draft emergency evaluation procedures which have now 
been circulated to , all directors for comments. 

In its deliberations the workmg group has identified the need to consider the wider implications of 
the DDA particularly in respect of the responsibility to make reasonable adjustments to the way in 
which services are provided. 

3.3 Developments in legislation such as the Race Relations (amendment) Act 2000 and Human kghts  
Act brings new duties and responsibilities which need to be embedded into any such management 
framework for equality. 

3.4 Not withstanding any such responsibility, the council’s mission to promote social inclusion and to 
meet the quality standards set in the Charter for Equality demands a framework which identifies 
strategic goals and sets out positive actions to reduce exclusion requires to be put in place. 

The working group has identified 4 key areas for action. 

I .  Development of a clear understanding of the implications of the DDA and Race Relations 
(Amendment) Act. 

2. Raise awareness of issues for compliance and identify, promote and build on models of best 
practice through the provision of information briefings for members and officers. 

3. As a base line for future action, develop an overview of equality issues in departments, both in 
terms of their roles as employers and as service providers 

4. Informed by departmental perspectives, develop an action plan to address the physical and social 
barriers to inclusion. 

4.0 Conclusion 

4.1 The work of the Member / Officer Working Group on Equal Opportunities is very wide ranging and 
often complex. It is the intention that an action plan for the next year will be developed by the 
group in the next 2 - 3 months and will be brought to a future Committee. 

5.0 Recommendations 

It is recommended that the Committee: 

(i) agree the four areas for action as outlined in the report; 

(ii) agree that a questionnaire is developed for distribution to Council Departments to establish 
baseline information; and 

(iii) otherwise note the content of the report. 

‘Chief Executive 
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