
North Lanarkshire Council

From Head of Education (South)
Email mcmurrichft north Ian. qov.uk Telephone 01236 812338

Executive Summary

This report provides elected members with an update onthe:−work

to put in place Gender Based Violence Support Officers, and other related
resources, to support Council employees experiencing gender based violence
and their line managers;
the progress in promoting the Council's pledge to eradicate gender based
violence in North Lanarkshire; and to
provide information on the Equally Safe at Work programme.

Recommendations

Committee is requested to endorse the recommendations set within the report:

(i) that GBV Support Officers are afforded opportunities for ongoing support;
(ii) that line managers undertake the GBV on−line training available via Login−to−learn,

and any other relevant training as required;
(iii) that the GBV Support Officers Group are invited to deliver a short presentation to

teams across the Council;
(iv) that elected members sign and display the Council's Pledge to eradicate Gender

based violence and encourage others to do so too; and
(v) to note the expression of interest to be a pilot authority for the Equally Safe at

Work accreditation.

Supporting Documents
Council business The information outlined in this report supports the following
plan to 2020 business planactions:−Action

18 Enable and upskill our workforce to be able to
deliver the Council's priorities and tackle any
challenge.

Appendix 1 Gender Based Violence Support Officers − Description of role

Agenda item 19
_____
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Appendix 2 The Pledge to make North Lanarkshire a place where gender
based violence will not be tolerated

Appendix 3 Equally Safe at Work − Why be involved?

1. Background

1.1 Elected Members are reminded that at the Youth, Communities and Equalities
Committee meeting on 16th November 2017 it a report on Gender Based
Violence (GBV) asked Committee to endorse:

the Council's new GBV Guidance for Line Managers;
the additional resources required to support employees and managers alike
namely:
• putting in place voluntary GBV support officers who could offer support

to both line managers supporting employees and employees
experiencing gender based violence; and

• developing a resource base on CONNECT for all employees to access.

2. Report

2.1 GBV Support Officers

In order to put in place and effective approach to establish a network of GBV
Support Officers, existing employees required to be identified whO were known
to have knowledge and understanding of the dynamics of gender based
violence.

Eight employees working across services and sectors were brought together to
discuss theGuidance and the role of GBV Support Officer. All agreed to
undertake this role with the following training, support and resources put in
place beforethe Guidance and GBV Support Officers could be promoted
throughout theCouncil:−•

training on the effects of trauma'
• a 'job' description developed and agreed for the role;
• resources in place on CONNECT; and
• agreement from CMT that Support Officers would be given opportunities for

ongoing support, for example, sharing practice with the other GBV Support
Officers and further training when required.

The GBV Support Officers details are contained within the Appendix 1 of this
report.

To date the GBV Support Officershave:−undertaken

training on the effects of trauma with NHS Lanarkshire's Gender
Based Violence Manager. Employee Relations advisers were also invited to
participate.
developed a description for the role which is attached to this report in
Appendix 1 and



developed resources on CONNECT for all employees to access
http://connectlindex.aspx?articleid= 11422

2.2 Promoting the Guidance and associated resources

The GBV Support Officers Group has been working with Corporate
Communications to develop and plan for a launch of the Guidance and
associated resources to take place at the beginning of the new academic year
in September 2018. Some of the activity will include:

• an NLC Announcement I Education Circular;
• posters to remote workplaces where IT access is limited;
• text alerts to remote workers with Council mobile phones;
• article in Chief Executive's Team Talk;
• a short presentation being developed which can be presented to teams

across the Council

To further ensure that employees and line managers are aware of the guidance
and that it is endorsed at the highest level ECMT has being askedto:−ensure

line managers undertake the GBV on−line training, available via
Login−to−learn, and any other relevant training as required and
extend an invitation to GBV Support Officers Group to deliver a short
presentation to teams they are responsible for.

2.3 The Pledge

In December 2017 the Council as part of the 16 Days of Action Campaign, and
along with the Violence against Women Partnership developed an
organisational and individual pledge to eradicate gender based violence.

Launched by Clir McVey, Elected member Equality Champion, the Pledge
allows organisations and individuals to make a public commitment to work
towards making North Lanarkshire a place where gender based violence will
not be tolerated.

To date 250 individuals have signed the Pledge and over 100 organisational
pledges were sent to our ALEOs, local football clubs, community organisations,
colleges, Trade Unions and schools that participate in the Mentors in Violence
Prevention programme.

To continue with this work the Pledge will be promoted again in the coming
months in the lead up to the 25 November, which is International Day against
Violence against Women, and a year since the first pledge was signed.

Elected Members will also be asked to sign and promote the Pledge (if they
haven't already done so) and encourage others to do so too. The Pledge can
be accessed within the GBV resources on CONNECT and is attached as
Appendix 3 of this report.



2.4 Equally Safe at Work Pilot

Stemming from the Scottish Government and COSLA's Equally Safe Strategy,
Equally Safe at Work is a world−leading employer accreditation programme
being piloted by Close the Gap in a small number of Local Authorities in 2019.

Equally Safe recognises that violence against women is a cause and
consequence of gender inequality. Addressing inequality in the workplace is
therefore a fundamental step in preventing violence against women.

By participating in the pilot employers will not only be supported to develop a
framework that supports women's workplace equality but will afford them the
opportunity to demonstrate leadership in the sector and community.

North Lanarkshire Council is already demonstrating strong leadership in this
area − we are not aware of any other Local Authority in Scotland with a similar
initiative in place like that of the GBV Support Officers for employees.

The Council has expressed in writing its interest in becoming a pilot Local
Authority for the Equally Safe at Work programme.

3. Equality and Diversity

3.1 Fairer Scotland

No requirement to carry out a Fairer Scotland assessment.

3.2 Equality Impact Assessment

An EqIA has been carried out on the Gender Based Violence Guidance for Line
Managers and associated resources.

4. Implications

4.1 Financial Impact

None identified at this stage

4.2 HR/Policy/Legislative Impact

The Council understands and meets its statutory responsibilities under the
Equality Act 2010 and Public Sector Equality Duty to:−.
. eliminate unlawful discrimination, harassment and victimisation and

foster good relations between people who share protected
characteristics and those who do not.

4.3 Environmental Impact

None identified at this stage.



4.4 Risk Impact

The approach outlined in the report supports the Council to be in a strong
position to meet its statutory responsibilities under the Public Sector Equality
Duties. In addition the Council's reputation as an exemplar employer and sector
leader will be further enhanced

5. Measures of success

5.1 The key measure of success for the Council isthat:−5.2

Employees who are experiencing gender based violence have access to
support and are safer.

5.3 Line managers have access to resources to assist them support employees.

5.4 Potential reduction in absenteeism.

5.5 All people in North Lanarkshire know the Council is committed to making North
Lanarkshire a place where gender based violence will not be tolerated.

5.6 The number of individual's signing the Council's GB Pledge

5.7 NLCs reputation as an excellent employer is enhanced

c2!

Lizanne McMurrich
Head of Education (South)



North Lanarkshire Council's Gender Based Violence SUDDOrt Officers

Gender−Based Violence

Gender−based violence encompasses the wide spectrum of violence and abuse
perpetrated against women i.e. domestic abuse, rape and sexual assault, childhood
sexual abuse, sexual harassment, stalking, commercial sexual exploitation, and
harmful traditional practices such as female genital mutilation (FGM), forced
marriage and so−called 'honour' crimes:

In 1993, the UN Declaration on the Elimination of Violence Against Women provided
a consensus definition of violence against women as "any act of gender−based
violence that results in, or is likely to result in, physical, sexual, or psychological
harm or suffering to women, including threats of such acts, coercion or arbitrary
deprivation of liberty, whether occurring in public or private life" (United Nations,
1993). The Declaration stresses that violence against women stems from gender
inequality (and institutionalised unequal power between women and men) and can
take a variety of forms

North Lanarkshire Council's Gender Based Violence Officers

What do you need to be a GBV Officer?

• Resilience: This role will address some very difficult and sensitive social
issues. Interested applicants should have a strong commitment to addressing
women's rights with cultural sensitivity, respect, and confidentiality.

• To be able to collaborate with other sectors of the council, building
sustainable networks

• Be part of focused group discussions to identify the needs of staff within the
council.

• Be part of the planning around the Implementation of risk mitigation and
awareness activities.

• Work in partnership with other sectors to carry out GBV mainstreaming
activities.

• Assist in developing awareness materials that are targeted towards gender
violence

• Identify challenges that staff are finding in accessing services.
• Be part of the GBV team who present & discuss NLC Gender Based Violence

Policy
• To be able to provide support to staff experiencing violence and abuse.



• Coordinate with partners and appropriate experts for project planning related
to the continued delivery of the Gender−Based Violence (GBV) response and
prevention package in the static and mobile safe spaces.

• A willingness to further train and expand knowledge of GBV issues and
current practice

What role will a GBV Officer have in supporting staff?

• GBV Officers will be the first point of contact for staff experiencing gender
based violence,

• GBV Officers will listen, support and assist in supporting staff that are facing
violence−related issues taking cognisance of staff's wishes

• Support could range from signposting staff to other agencies who may be best
placed to help, for example NHS services, welfare rights & housing services.

• Support may be in the form of policy guidance for the staff member
• Support may encompass accompanying staff to a managers meeting, this

may be in relation to support the absence management process.
• GBV Officer will also be the first point of contact for managers who may have

concerns about staff and violence related issues, officers will support and
assist the manager ensuring the focus of staff well− being and respect of
wishes.

Gender Based Violence Support Officers

Name Service Contact details
Sandra Black Education Youth and Communities 01236 812825
Audrey Cameron Education Youth and Communities 01236 812851
Laura Graham Enterprise and Housing Resources 01236 618345
Julie Hunter Enterprise and Housing Resources 01698 274141
Gerry Ranachan Health and Social Care partnership 01698 403989
Marion Sankus Health and Social Care partnership 01236 856170
Helen Sneddon Health and Social Care partnership 01698 894143
Lynn Williamson Education Youth and Communities 01698 274656
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Scottish Government & COSLA (2016) Equally Safe: Scotland's strategy for
preventing and eradicating violence against women and girls.



Equally Safe at Work is an innovative and world−leading employer
accreditation programme that will be piloted in a small number of
councils in Scotland from January to December 2019.

The programme will support employers to enhance their policies
and practices which are key to addressing the barriers that women
face at work. The programme will also enable employers to better
support employees who have experienced gender−based violence,
and work towards creating an inclusive workplace culture that
prevents violence against women.

By the end of the pitot, employers wilt have:

• A framework to guide their work on women's
workplace equality and violence against women.

• An improved understanding of the causes and
consequences of women's workplace inequality
in their organisations and how this relates to
violence against women.

• An increased capacity to address inequalities
experienced by women in the workplace.



The pilot offers a unique opportunity for you to become a
public sector leader on advancing gender equality. You will
be able to:

• Benefit from a wider range of skills, experiences and
perspectives in problem solving, boosting productivity
and driving excellence in service provision.

• Recruit from wider talent pool which better reflects the
communities that your organisation serves.

• Enjoy increased employee morale, productivity, and
employee retention rates.

• Demonstrate your commitment to preventing violence
against women and girls.



/

Participating in the Equally Safe at Work pilot will also:

• Contribute to making progress towards Local Outcome
Improvement Plans;

• Enhance performance of the public sector equality
duty;

• Make the strategic links with local implementation of
national policy such as Developing the Young
Workforce; and

• Support local delivery of Equally Safe activity.



To be involved with Equally Safe at Work, you can join one of the
following groups:

Earty adopters group
This is an opportunity to be a sector leader and champion equaLity
in the workplace. Participating in the pilot includes working with us
to impLement and evaluate the programme. The pilot period is from
january until December 2019.

Shadow Group
This is an opportunity for Local authorities unable to participate in
the early adopters group to share Learning and feed into the pilot,
with a view to participating in the programme following the pilot.
The shadow group will meet throughout the pilot period.



Women's labour market inequality
The gender pay gap is a
persistent feature of ScotLand's
Labour market. Gender norms
and stereotyping about women's
capabiLities and interests results
in a stark segregation in the
types of work that men and
women do. In councils this
means that women are more

Women's labour market
inequality costs the
Scottish economy

a year.

likely to work in homecare, admin and early years, while men
tend to work in IT, refuse collection and in management roles.
A Lack of quality part−time and flexible jobs, coupled with women's
disproportionate responsibility for caring, finds womenunder−represented

in management and senior roles. While pay
modernisation programmes in the public sector have addressed
some of the historical gendered pay inequalities, some women
are still paid Less than men for doing equal work.

Women's economic inequaLity reduces their financial independence,
restricts their choices in employment, and in life, and creates a
conducive context for violence against women. Financial dependence
and poverty are both primary risk factors that diminish women's
resiLience and options in the face of vioLence.



The impact of gender−based violence
Three miLLion women each year in the UK experience violence with
many more women Living with past experiences of abuse2. It is a
violation of a women's human
rights and an enduring social
problem that undermines
workplaces and communities is lost each year due to

The prevalence of sexual decreased productivity,
harassment in the workplace unplanned time off,
is now a high−profiLe issue and lost wages and sick pay.there is increasing pressure on
employers to take action. Over
70% of women reported having experienced or witnessed sexual
harassment in the workplace in ScotLand3, with this figure risingto

two thirds of women
aged 18−24. Most womenDomestic abuse costs the UK (80%) who experience

a year.
sexual harassment in
the workplace wiLL never
report it.

Coy,M, Kelly,L & Foord,J (2009) Map of gaps 2: The postcode lottery o f violence
against women support services in Britain, London: End Violence Against Women

Zero Tolerance (2017) Sexism is a waste..': the need to tackle violence and
misogyny in Scotland's workplaces



One in five women in Scotland experiences domestic abuse in her
lifetime', and three quarters of women are targeted at work5, with
perpetrators commonly using
workplace resources such as The economic cost ofphones and email to threaten,
harass or abuse their current or violence against women
former partner.

is estimated to be at
The economic cost of vioLence a yearagainst women is estimated to
be at £40 biLLion5. This incLudes
the cost to public services and the Lost economic output of affected
women. Domestic abuse is estimated to cost the UK £16 b1LLion7,
which incLudes an estimated £1.9 billion Lost due to decreased
productivity, administrative difficulties from unplanned time of
Lost wages and sick pay. It therefore makes good business sense
for employers to support employees who have experiencedgender−based

vioLence, and to take steps to address gender inequality at
work and prevent violence against women.

Engender (2017) Gender Matter Roadmap: Towards women's equality in
Scotland.

CAADV (2012) Why is CAADV important? London: CAADV.
Jarvinen, j, Kai[, A, and Miller, I, (2008) Hard Knock Life: Violence against Women

− a Guide for Donors and Funders. London: New Philanthropy capital
Walby, S. (2009) The Cost o f Domestic Violence: Up−date 2009.




