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THE SCHEME TO
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Message from the Minister

It gives me great pleasure to endorse the launch of the Race Equality Scheme.

Probation Boards are about real local issues. This Scheme is a good opportunity to
link in, consult with, and engage proactively with minority ethnic communities.

The National Probation Service has taken great steps forward in its commitment
to race equality as evidenced within ‘The New Choreography’ and the number of
significant achievements, particularly in the representation of minority ethnic
people within the Boards and the workforce.

I know that there is a genuine commitment within the leadership of the organisation
for Race Equality to permeate all aspects of the work. The Race Relations
(Amendment) Act 2000 defines our obligations and duties. But it’s even more
important that the spirit and aspirations of the legislation permeate the culture and
drive for change at every level in the organisation. We have already achieved a great
deal, but we know there is still a long way to go, especially in the progression of
minority ethnic staff and service delivery to minority ethnic offenders.

I am very confident that we will make that necessary progress and the Board has my
best wishes as it takes forward the Race Equality Scheme and its Action Plan.

Beverley Hughes
Parliamentary Under Secretary of State for Custodial
and Community Provision



Foreword by the National Director

I have set out in the ‘New Choreography’ my vision and commitment to diversity for
the National Probation Service. The investment in race equality within the
modernisation process continues to produce encouraging results. Our achievements to
date include:

% of 9 minority ethnic Local Probation Boards Chairs where previously there were
none.

% Appointment of over 70 minority ethnic Board members where there were only a
handful

At the end of 2000, 9.8% of all Probation staff were from minority ethnic groups
compared with 9.3% in 1999 (Home Secretary’s target of 8.4% for the year has
been exceeded)

X/
L X4

% 500 black and Asian offenders are being researched currently to inform the
service’s development of programmes for minority ethnic offenders

% the Macpherson definition of racist behaviour is accepted by the NPS and work is
underway to develop a pathfinder programme for racially motivated offenders

The Stephen Lawrence Report and the HMIP Thematic, ‘Towards Race Equality’
provided us with ample evidence of the need for improvement on race equality and I

have responded to this by leading a programme of structural, policy and cultural
change for the NPS.

A wider representation at Board level and the designing-in of diversity objectives into
the business of the NPS has provided us a good foundation on which to build our
actions and commitment in respect of our general and specific duties under the Race
Relations (Amendment) Act 2000.

I am aware of areas where we need urgent improvement.
¢ the lack of minority ethnic staff at senior levels
% unsatisfactory race and ethnic monitoring records

% evidence within the Thematic of unequal service delivery between white and
minority ethnic offenders

«* retention of staff

I believe that the NPS and the NPD Schemes give us a statutory framework to locate
our Diversity Stretch Objectives and actions and to further demonstrate our
commitment to race equality and indeed the wider diversity agenda.

I invite all staff of the NPS including the NPD to take a deep personal interest in the
Race Equality Scheme and embrace the principles of the new legislation. I want us to
be a leader in engaging pro-actively, evidencing actions and results in promoting race



equality and good relations in both our dealings with colleagues within the NPS, our
dealings with offenders, and the wider community.

I expect no less than 100% commitment to this Scheme and the accompanying action
plans from every employee of the NPS including the NPD.

Eithne Wallis
National Director of the National Probation Service
for England and Wales



Chair and Chief Officer’s Introduction to the South
Yorkshire Probation Area Race Equality Scheme

I am delighted to be introducing and endorsing this scheme on behalf of the South
Yorkshire Board.

In the first year of the Board we have made a start to working more collaboratively
with the diverse communities in South Yorkshire. We gave priority to making
contacts with the black and ethnic minority communities, and this scheme will help us
to build on these beginnings by giving us the statutory duty to do so.

The success of the scheme will help us improve practice through the evaluation, and
monitoring of our policies and procedures. We aim to make long term cultural
changes within the Service by recognising and promoting diversity and by celebrating
differences.

Beryl Seaman
South Yorkshire Board Chair

The publication of the Race Equality Scheme for the NPS — South Yorkshire Area
endorses the work already underway in relation to race and diversity and provides a
focus for the work still to be completed. It is vital that as a Service we help the
general Public to be more aware of what we do and how we do it and in so doing we
will involve our local black and minority ethnic communities as much as possible.
The appointment of our Diversity Manager will enable us to take creative steps to
making a difference and as such there will be equal focus on both our internal and
external environment. We want all staff irrespective of their background to feel
valued for the contribution they give to the Service.

There is no doubt that the scheme will enable us to change South Yorkshire for the
better and ensure that all our Service’s customers and stakeholders are treated with
fairness and equanimity. It is critical that in order to achieve this goal we work
closely with our other partners in the Criminal Justice System and beyond to make the
Race Equality Scheme a living reality. It will be the key for long term positive
change.

Heather Harker
South Yorkshire Chief Officer
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PART ONE: Introduction to the Race Equality Scheme

The National Probation Service and its business

The National Probation Service for England and Wales was established by the
Criminal Justice and Court Services Act, which came into effect on 15t of April 2001.
The NPS is a law enforcement agency delivering community punishments,
supervising and working with offenders according to the terms set by the Court and
Parole Board.

1.1 The Aims of the National Probation Service are:

X/
L X4

protecting the Public

X/
L X4

reducing re-offending

X/
L X4

the proper punishment of offenders in the community

X/
L X4

ensuring offenders’ awareness of the effects of crime on the victims of
crime and the public

«» rehabilitation of offenders

1.2 The National Probation Service overall staffing stands at about 16,000. Present
monitoring data suggests that 9.8% of these are from a minority ethnic
background as of the end of 2000. The NPS consists of forty-two local
probation areas across England and Wales with minority ethnic populations
ranging from 25% in London to 1% in Humberside. Minority ethnic offenders
supervised by probation staff can be reflective of the population figures or
greater depending on whether the local area has institutions such as prisons
which tend to have a disproportionate numbers of minority ethnic people than
in the local area’s general population.

1.3 The headquarters of the NPS is located in the National Directorate based in
London, from where the National Director answers directly to Ministers.

1.4  The forty-two Local Probation Boards deliver the NPS business; aims and
objectives in the local areas and by doing so are directly responding and
working to Home Office aims, specifically:

Aim 3: To ensure the effective delivery of justice

Aim 4: To deliver custodial and community sentences to reduce
re-offending and protect the public

Aim 7: To support strong and active communities in which people
of all races and backgrounds are valued and participate
on equal terms.



The National Probation Service and the Race Equality Scheme

1.5

1.6

1.7

1.8

1.9

1.10

Listed amongst the bodies covered by the Race Relations (Amendment) Act
2000 is ‘A Minister of the Crown or Government Department.” The duty to
publish a Race Equality Scheme (Schedule 1, part 2) and meet the specific
duty of monitoring by employers (Schedule 2, part 5) applies to the Home
Office. The National Probation Directorate being an agency of the Home
Office comes under the Minister’s department and as such will be included in
the Home Office over-arching Scheme. It will also produce its own Associate
Scheme.

The South Yorkshire Probation Board is identified as a statutory body and is
required to publish a Race Equality Scheme and meet its specific duties as an
employer.

The Board Chairperson for the South Yorkshire Probation Service has decided
to adapt the National Framework from the NPD. This is to achieve
standardised quality employment and service delivery practices across the
forty-two areas and minimise the potential for inconsistency and poor
accountability within the organisation.

This local Race Equality Scheme is modelled on the national Scheme and is
flexible in the sense that it might be subject to change throughout the year, not
least in the list of functions at Table 1.

This Scheme will be made available to all staff and members of the public via
the Service’s library, IT Bulletin Board and the website respectively. All staff
will be given a leaflet with a summarised version of the Scheme.

This Scheme includes obligations on employment issues that are essentially
similar to the NPD and other Local Boards.
See Annex C for a copy of the Order.

General Issues regarding implementation of the Scheme

1.11

The Board will review existing equal opportunities/race equality action plans
to make them compatible with its duties under the Act and the Scheme.
Existing action plans will reflect the recommendations in the HMIP Thematic
Inspection Report: “Towards Race Equality”, particularly:

a) “all equal opportunities and anti-racism policies are reviewed, and
amended as appropriate, to ensure that they cover the full range of
employment practices and work with offenders.”

b) “action plans are produced which include specific measures to support the

implementation of the policies” and take account of the Home Secretary’s
priorities and Service Delivery Agreements.

The South Yorkshire Action Plan will be reviewed by 30th October 2002.



Lead Official(s)

1.12

For the implementation of the South Yorkshire Race Equality Scheme to be
successful, and for race equality to be effectively embedded within all strands
of the NPS business, there must be clear accountability. The overall
responsibility is held with the_Chief Officer, Heather Harker.

Her contact details are:

Telephone: 0114 276 6911, extension 358. Fax: 0114 275 2868
e-mail: heather.harker@syps.org.uk

The responsibility of the overall management of the Race Equality Scheme
will be held with the Diversity Manager, Sajida Bashir.

Her contact details are:

Telephone: 0114 276 6911, extension 323. Fax: 0114 275 2868
e-mail: sajida.bashir@syps.org.uk

On a National level the lead responsibility will be held with The Head of
Diversity, Diane Baderin, who is the current lead official for the NPS National
Framework and NPD Scheme.

Her contact details are:

Telephone: 020 7217 0739. Fax: 020 7217 8986
e-mail: diane.baderin@homeoffice.gsi.gov.uk

Implementation Date

The Board is obliged to comply with its new duties under the Race Relations
Act 1976, as amended by the 2000 Act, by 31* May 2002. The Scheme will
come into effect on 1* June 2002.

Coverage

The Scheme applies to all those who work within the South Yorkshire Area,
fulfilling the Aims described in paragraph 1.2 above, irrespective of whether
they are involved in policy development, service delivery or have a support
role. These duties apply equally to all Agency staff, seconded staff and
partnerships staff working under special contracts.



PART TWO: THE NATIONAL FRAMEWORK -
SPECIFIC DUTIES

The Board is subject to a number of specific employment duties as a result of
amendments made to the Race Relations Act 1976 by the Race Relations
(Amendment) Act 2000, and these duties are set out in Part 3. The National Probation
Service Framework is described below.

The Specific Duties

2.1

2.2

2.3

2.4

This National Framework informs the development of policies and the
delivery of services within each Probation Area.

The South Yorkshire Area Scheme is subject to review on an annual basis as
part of the annual business planning process so as to ensure that it remains
relevant and fit to deliver the changes sought by the Board, the NPD Strategic
Policy Board and ultimately by Ministers.

The impact of each Area's Scheme, in terms of delivering significant changes
in policy development and service delivery that the Board and the NPD
Strategy Board and Ministers seek, will be evaluated on a regular basis. As the
South Yorkshire Area Board is a newly created body there are a number of
changes taking place and each Board will therefore incorporate
actions/projects aimed at achieving the specific duties expected. The Scheme
needs time to bed in properly, and various milestones will be identified.

The first full evaluation of the South Yorkshire Area Scheme will take place in
2004/05.

The responsibility for developing and driving each Scheme lies with the Board
Chair and Chief Officer working in conjunction with the Head of Diversity at
NPD. In addition the South Yorkshire Area Board will identify key
stakeholders internally and externally.

Assessment of functions and policies

2.5

For the purpose of its general duty to promote race equality, the list of
functions undertaken by the South Yorkshire Area Board and policies
emanating from them, are set out in the table overleaf.
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TABLE 1: LOCAL BOARDS. LIST OF POLICIES/ FUNCTIONS FALLING
WITHIN THE SCHEME

Offender Assessment + OASys PSRs

Community Sentences
- Community Rehabilitation Orders
- Community Punishment Orders
- Community Punishment and Rehabilitation Orders
- Drug Treatment and Testing Orders

Resettlement
- Pre and Post Release

Effective Practice Policy and Strategy
- Offender Assessment (OASys)

National Standards for the Supervision of Offenders

Court Work
- PSRs
- Bail Information

Partnerships
- Basic Skills
-ETE
- Drugs (including DTTOs)
- Mental Health

Risk Policy
- Dangerous Offenders
- Sex Offenders
- Child Protection
- Domestic Violence
- Mentally Disordered Offenders
- Victims
- Incident reporting

Finance
Estates/Accommodation/Approved Premises

Human Resources
- Recruitment
- Retention
- Equal Opportunities
- Training and Staff Development
- Employee Care
- Mobility
- Secondment
- Discipline
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- Capability

- Grievance

- Sickness Absence

- Supervision/Appraisal
- Harassment

- Staff Survey

Communication

Information technology

Performance + Planning

Diversity

Health and safety

Complaints Procedure

TABLE 2: THE NATIONAL RACE EQUALITY PRIORITIES FOR 2002/2003

R/
A X4

X/
L X4

X/
L X4

X/
L X4

2.6

Impact assessment of all current employment and service delivery policies and
functions.

All new policies and functions emerging from June 2002 onwards must be
assessed for negative race equality impact.

Monitoring by race and ethnicity, review of race equality/ equal opportunities
policies.

Retention and progression of minority ethnic staff and retention of board
members.

Recruitment of Asian staff,

Training for those with direct responsibility for implementation of the Race
Relations (Amendment) Act 2000 and an audit of training needs for all staff.

Service delivery issues in respect of minority ethnic victims.

Review and, where necessary, establish consultation mechanisms and groups
to include both internal and external stakeholders.

The Board considers that the national priorities equally apply to its local
operations.

The 7 Strategic Heads within the Directorate will be responsible for pursuing
equality of opportunity in each of their business areas by ensuring that new
functions and policies arising out of their business area are identified and
impact assessed right from the outset.

The 7 are:

Strategic Head of Finance and Estates

Strategic Head of Planning, Performance Management and Regional Co-
ordination

12



2.7

Strategic Head of Human Resources

Strategic Head of Policy Innovation, Research and Sentencing Framework
Strategic Head of Interventions Programmes and Process Development-
What Works

Strategic Head of Information and Technology Group

Strategic Head for Corporate Management

And

Head of Communications
Head of Diversity

The NPD business plan confirms the role of these Heads in creating national
policies and plans for the NPS.

The NPS Strategic Board and Management Board will have a standing agenda
item on equality of opportunity for on-going update.

The South Yorkshire Area Board will take responsibility for ensuring that the
Area remains committed to its duties here by including in its report to the
Minister new functions and results of impact assessment

ASSESSMENT AND CONSULTATION

2.8

2.9

The development of new policies is a key activity of the Board and many of
these have a direct impact on local area staff, offenders, members of the public
and other NPS stakeholders. However, some policies are developed quickly as
a reaction to a national emergency (e.g. paedophiles register) while others
form part of more formalised and long-term projects. The arrangements for
assessing and consulting on new policies will take a pragmatic approach
therefore to the range of imperatives faced.

All new policies formulated by the Board will have race equality as a core
element and be assessed as to whether they have an adverse effect on members
of minority ethnic groups. Responsibility for the assessment of any policy
rests with the Board and its policy makers.

Assessment

2.10

The assessment of any policy by the Board will specifically cover two
questions:

¢ is there any evidence that some racial groups could be adversely affected?

% is there any public concern, especially from minority ethnic people about
possible discrimination?

Answers to these questions should be submitted to the Service’s Diversity
Manager and be included in the Assessment and Consultation Report
accompanying any policy to the Board.

13



2.11

When policy is being drafted an equality impact assessment should be
undertaken by the policymaker in order that the above questions can be
answered four key areas to be considered in this assessment are:

1)

2)

3)

4)

Will the proposed policy lead to an increased or decreased level of
participation in service work or services by minority ethnic groups?

Is there evidence that in the area affected by the proposed policy
different groups have different needs, experiences, and/or priorities? If
so, have these matters been addressed?

Is there an opportunity to promote equality of opportunity or good race
relations via the proposed policy? If so, has this opportunity been
clearly taken?

Are there indications emanating from consultations with relevant
minority ethnic groups that the proposed policy may create problems?
If so, have these concerns been addressed? Please see Annex C.

The initial and full impact assessments should draw on the widest range of
information available including all or most of the following:

historical, demographic and other statistical data, including census data

existing surveys or similarly established mechanisms, or in their absence
consider a specially commissioned exercise

comparisons between similar policies in the HO, NPD, Government/
Regional Offices, or other public authorities

survey data
race and ethnic monitoring data
one-off data gathering exercises

specially commissioned research

the outcome of complaints received under the NPS Complaints Policy and
Procedure

Consultation

2.12

Consultation will be governed by the following guiding principles:

consultation will begin as early as possible in the process of policy review
or formulation

consideration will be given to which method of consultation is most
appropriate in the circumstances

the accessibility of the language and format of information will be
considered to ensure there are no barriers to the consultation process

specific training will be given to those engaged in the consultation process

14



2.13

2.14

2.15

% adequate time will be allowed for groups to consult amongst themselves as
part of a process of forming a view

% appropriate measures will be taken to ensure full participation in any
meetings which are held

¢ information will be made available to ensure meaningful consultation

% consultation will engage effectively with those from minority ethnic
groups both at a community and professional level

A written report of any consultation process will be prepared and form part of
the race equality impact assessment, which in turn will accompany any new
policy proposal or review put forward for approval.

The NPD Diversity Unit will support the process of consultation in areas by:

% providing guidance and advice

** developing a list of groups, organisations and individuals with whom
consultation may be carried out. This list will be in two parts (1) those
with whom there should be consultation on all policies and (2) those who
should be consulted in relation to a particular business area.

% maintaining a register of individuals and groups consulted by the Board
and NPD.

It will be the responsibility of the South Yorkshire Board Chair and Chief
Officer to ensure appropriate and relevant consultation is undertaken.

Listed below are individuals and groups which should be consulted:

On general staffing and service delivery issues:

s NAPO

¢+ Association of Black Probation Officers

+»+ National Association of Asian Probation Staff
¢ The Home Office Network

The professional bodies who could be consulted on policy issues include:
% National Association of Probation Officers

% National Black Police Association

¢ Unison

% Probation Managers Association

The criminal justice issues
+» The Bar Association’s Race Relations Committee

On voluntary sector issues
% The Council for Ethnic Minority Voluntary Organisations

On local issues

¢ The local REC

¢ Criminal Justice Liaison Committee

% Home Office: Connecting Communities Initiative

15



2.16

2.17

2.18

% Police: Community Safety Strategy to address racial harassment and
racially motivated crime.

Annex A reflects National and local stakeholders and relevant others. The
structure of NPD Diversity Clans is at Annex B and the South Yorkshire
Probation Area will develop a similar network.

If as a result of the assessment and consultation arrangements it is determined
that a proposed policy is likely to have an adverse impact on those from
minority ethnic communities, then those responsible for the policy will
consider:

¢ the alternatives that could meet the objectives without any adverse impact;
% whether the adverse impact is unavoidable, and whether it can be justified
% any measures that would help to reduce the predicted adverse impact; and

% whether a second round of consultation should be undertaken - this is
likely to depend on how much of an effect the policy will have on peoples’
daily lives and how much difference there is between the new and the
original proposals

Such plans will form part of the periodic reports to the National Director, the
Probation Board and the Annual Report to Ministers. Information about such
processes and outcomes should be provided for the Head of Diversity on a
quarterly basis.

Monitoring arrangements

2.19

A robust monitoring system is essential to the effective delivery of sustainable
policies, and to ensure that these policies do not have an adverse and
differential impact on those from minority ethnic communities. Monitoring
will be used for :-

% highlighting inequalities
% investigating underlying causes

% removing unfairness or disadvantage

There are a range of tools that can be used including:

% levels and periods of use of a particular service;
¢ satisfaction surveys;

% randomised, or specifically targeted, interviews;
% analysis of types of complaints received; or

¢ discussion forums

The Board will regularly consider whether its arrangements are suitable and
proportionate, and if not take appropriate steps to rectify the situation.
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2.20

2.21

2.22

2.23

2.24

2.25

2.26

2.27

2.28

2.29

If this monitoring identifies that a policy has, or is likely to have, an adverse
impact on those from a minority ethnic community, then the Chief Officer will
consider how best to react to that differential, or potential differential, impact.
The Chief Officer will decide when such monitoring issues should be brought
to the attention of the Board.

The Board Chair and Chief Officer in contributing to the quarterly monitoring
of progress against the NPS five aims should specifically provide evidence of
monitoring arrangements, results, improvement programmes, evaluations and
review timetables. As part of that exercise they will ensure that such
monitoring exercises effectively and proportionately bring out the race
equality dimension to the delivery of the Area work programme and that they
meet the Board's obligations under the general and specific duties to promote
race equality.

The Chief Officer will ensure that the Assistant Chief Officer Information
Services is closely involved in identifying and providing adequate IT support
systems for data collection and analysis.

The best measures of ethnicity are those based on self-assessment, which will
be employed following the adoption of 16+1 classification. Harmonisation
with the 2001 Census will ensure that data across the criminal justice system
for both offenders and staff employed in public organisations can be compared
within each group and with base population.

The Board will implement the race and ethnic census 2001, 16+ 1
classification according to the timetable set out in Probation Circular 12/02.

Local Area data will provide the local picture with opportunities for
comparison with other Areas and the national picture; assessment of progress
against targets; and a contribution to Area strategic planning. This local
monitoring will be extrapolated down to districts, teams and individuals
wherever possible.

Full account will be taken of the Data Protection Act when collecting, storing
and analysing information.

It is important to remember that monitoring by ethnicity will, wherever
possible, be accompanied by a gender breakdown.

The Race and Ethnic Monitoring target is for 100% return

The CRE consultation document ETHNIC MONITORING - a guide for
public authorities sets out detailed advice on monitoring. The Board will refer
to this in implementing and using monitoring systems.

The NPD Diversity Unit will provide guidance and advice by:

% receiving results of monitoring

% liaising with senior managers regarding analysis of data and using findings
to influence short/long term central and local actions/business plans

17



% incorporating information generated into Board and other reports/ briefings
for Chief Officer/Chair.

% making available to the Area relevant literature including the CRE
publications on monitoring

% holding regular seminars to support development of effective monitoring
practice for the Area

** publishing periodically monitoring data, lessons to be learned and actions
for improvement

% commissioning work on identifying best practice in monitoring and
disseminating to areas, case studies to be published regularly

Publishing results of assessments and monitoring

2.30

2.31

2.32

2.33

2.34

The obligations here refer to results produced under the above sections on an
assessment of functions and policies; assessing, consulting and, monitoring.

The Board Chair and Chief Officer will ensure that results of monitoring
exercises are published in a manner that is appropriate, accessible to all those
likely to be affected by those results, and proportionate to the nature of the
policy and its impact on the public.

The Board in carrying out its responsibilities will be as transparent as is
possible in the development and delivery of its policies. Wherever practicable
policy makers will use existing publication mechanisms to publish their results
from assessments, consultations, and monitoring exercises. However, where
such mechanisms do not exist then they will consider whether new
publications would be appropriate and proportionate.

The Board recognises that also relevant here are its obligations under the
Freedom of Information Act 2000. Its systems have been designed to ensure
that both sets of obligations work in a complementary manner.

The National Probation Service Diversity Board, incorporating race equality,
will produce its annual report to the Home Secretary each December. This
Annual Report will each year include a summary report of each local Board’s
progress under the Scheme. The first report will be in December 2002.

ACCESS TO INFORMATION AND SERVICES

2.35

2.36

The Board Chair and Chief Officer will decide how best to make information
about their policies, and services, accessible to the public, especially to those
from minority ethnic communities. The South Yorkshire Area Board will
provide information in languages other than English as determined by local
demography or individual needs.

Publication is a necessary element in achieving public confidence. The
following elements must be observed:-
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2.27

Assessment

% description and explanation of the policy and a brief account of how it was
assessed

% summary of results

% assessment in the light of responses received
% statement of what is planned next

% consultation

¢ description of why, how and summary of replies ,assessment in the light of
these and statement of future action

Monitoring

X/
L X4

explanation of importance

X/
L X4

monitoring systems and methods used

X/
L X4

summary of monitoring and whether any discrimination found

X/
L X4

how results used to develop future policy and practice

Presentation (consideration of)

% actual layout, style and content

+¢ availability in different languages

The Board will ensure that access arrangements within the area are reviewed
on a regular basis.

Training of Board Members and Staff

2.38

2.39

2.40

The Board’s commitment is to ensure that all staff working in the South
Yorkshire Area are trained to be fully aware of race equality issues. The aim is
to have learning organisations where the development, and or, improvement of
knowledge, skills, experiences and awareness are integrated into day —to —day
practices and behaviours. Identification of training needs and opportunities for
personal, team development should be a standard feature of all staff appraisals.
This approach will ensure that all South Yorkshire staff will be equipped to
meet the duties under the Race Equality Scheme.

Under the Act, Boards have a specific duty to train staff to enable them to
meet their general duties to promote race equality. Staff must be able to
demonstrate competence in race awareness and race equality practices should
be in place.

The Thematic Inspection Team in their Report found that very few Areas had
followed the recommendation in the Macpherson report and committed
themselves to additional training to promote race equality. They therefore
recommended the inclusion of appropriate mandatory training for all staff to
promote race equality in annual training and staff development plans.
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2.41

2.42

2.43

2.44

2.45

The Board will have a detailed comprehensive training strategy at all levels
covering Board members, senior staff, middle managers and practitioners.
We will identify what training has taken place and what relevance this has in
the context of meeting the Scheme's requirements. This exercise should be
completed by June 2003.

The target audience for awareness training regarding the scheme will be all the
employees and employers of the Area. Chairs, Board Secretaries and senior
operational staff will receive targeted specialist training covering full details of
the Scheme and duties.

We will ensure that training needs are audited, programmes of training are
relevant, adequate, monitored and evaluated. The Board will provide in its
annual report to the Home Secretary in December a short progress report on
training. Training audit and targeted specialist audit will be completed by
March 2003.

All training provision will be evaluated by the NPD in March 2004.
The Secretary to the Board will maintain a register of complaints received and

outcomes of any investigation and this will be made available to the Head of
Diversity in NPD to guide policy assessment.
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PART THREE: EMPLOYMENT DUTIES

MEETING THE SPECIFIC EMPLOYMENT DUTIES

3.1

3.2

3.3

3.4

As the National Probation Service employs around 16,000 employees shared
amongst 42 Local Probation Boards, each Board is subject to the full range of
employment duties, as set out in Annex C.

The Board is committed to a policy of equal opportunity for all staff,
regardless of ethnic origin, religious belief, gender, sexual orientation,
disability or any other irrelevant factor. The only criteria for advancement in
the Area are the individual’s ability, qualification and suitability for the work,
and positive action is being taken and will continue to be taken to support
individuals to develop their full potential wherever possible. Stretch Objective
VII in the New Choreography recognises that if the Government's
commitment to One Nation is to be achieved within NPS it will be vital that
diversity forms an integral part of the new organisation in every aspect of its
leadership, structures, policies and practices.

The Board is, therefore, committed to meeting its statutory employment duties
and going beyond them to ensure that all have equality of opportunity in
recruitment, career progression and staff development.

Currently in place is the following evidence of this commitment:

¢ use of assessment centres for recruitment in respect of Area Manager posts
and above

% competence based recruitment and selection

% use of diversity advisors from minority ethnic background to prevent a
minority ethnic candidate facing an all white selection panel

% expectation that potential employees will show commitment to the Area’s
diversity agenda

% use of a diversity checklist published by the NPD to ensure that race
equality is embedded within the European Excellence Model, a
performance tool for the Area.

Monitoring

3.5

In order to meet the employment duties, and to go beyond them, the Board
will monitor by ethnicity and gender:

% the numbers of staff in post and their grades;

¢ applicants for jobs, and the outcome of such recruitment exercises. In
addition, the Board will continue to equality proof its recruitment
procedures, and work to improve its image as a diverse multi-cultural
employer and a good place to work;

% the results of promotion exercises, and, where applicable, assessment
centres. It will also set ethnicity and gender targets for progression;
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3.6

3.7

3.8

3.9

% the numbers making use of grievance procedures, and the outcome of
those procedures;

% the numbers facing disciplinary action, and the outcomes of that action;

% the results of performance appraisal procedures and will ensure that they
are effectively equality proofed;

% access to training and to, and take-up of training courses;

¢ dismissals and other reasons for leaving.
The Board will have in place exit interview procedures by October 2002.

The Board will regularly audit its employment policies against the CRE
Standard for race equality for employers and take and record the actions taken
to address areas of weakness shown to exist.

The Board Chair and Chief Officer will ensure that the outcomes of
monitoring processes are analysed to check that the systems that have been put
in place do not have an adverse and differential impact on those from minority
ethnic communities. If the analysis suggests such an impact exists then further
investigations will be undertaken and recommendations made will be taken
forward by the Board.

The Board Chair and Chief Officer will make available to the Head of
Diversity reports for inclusion in a distinct section of the Home Secretary’s
Report under ‘progress report on the Race Equality Scheme’. It will also
include within this report results of performance against its existing Race
Equality Action Plan.

Publication

3.10

The Board will recognise that when it publishes data under the employment
duties that it must take account of the confidentiality of data derived from its
staff. The Board is bound by the Cabinet Office Code of practice on ethnicity
information and as such will not publish information in a form that might
identify an individual.

Latest Race and Ethnicity Survey

3.11

An ethnicity survey of employees of the Local Board based upon the Census

1991 categories was undertaken at the end of 2000. A summary will be provided
when published. Conversion to the 2001 16+1 classification system for staff and
offenders is currently underway. Reference PC 12/Feb 2002
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PART FOUR: THE RACE EQUALITY SCHEME -
OTHER ISSUES

MONITORING

4.1

The Board will carry out its monitoring in accordance with the principles set
out in paragraph 2.24 onwards above. More specifically it will:-

% make appropriate use of both soft and hard data;

% desegregate data by ethnicity according to the Census 2001 categories and
wherever practicable relate those results to social data coming out of the
Census 2001; and

% desegregate data by gender wherever practicable.

Complaints

4.2

4.3

4.4

4.5

Complaints under this Scheme will be dealt with in accordance with the
Board’s Complaints Scheme, but the person receiving the complaint initially is
to notify the Secretary to the Board who will maintain a database for
complaints and outcomes. The Secretary to the Board is Julian Fox, telephone
0114 1766911, fax 0114 2752868, e-mail:julian.fox@syps.org.uk

Instances may arise when either members of the public, victims, probationers
or other Board customers, such as hostel residents or any person on the
prescribed person list as defined in The Local Probation Boards
(Miscellaneous Provisions) Regulations 2001 may make a complaint about
racial discrimination or other related matter or indeed that the Board or any
authority is not fulfilling its obligations under the Act. These complaints will
be dealt with under the standard complaints procedure introduced on 1
September 2001 which introduced the provision of a referral to the Prisons and
Probation Ombudsman if sought.

If the complaint, however, comes from a member of staff, and it concerns an
employment related issue, then the complaint might best be dealt with under
existing employment procedures including the Board’s Grievance or
Harassment Policy.

The Commission for Racial Equality has the power to enforce the specific
duties imposed on an authority after they have come into force. Under the
Act's terms, if it is satisfied that a public authority has failed to comply with
any of its specific duties, the CRE may serve a 'compliance notice'. This will
require the authority to comply with its specific duties and to inform the CRE
within 28 days of the measures it has taken. The CRE can also require the
authority to provide written information verifying compliance. If after three
months the authority has not complied with the CRE's notice, then the CRE
can ask the county court to order the authority to comply. Individuals do not
have the right to take legal action but must refer their grievance to the CRE.
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4.6

4.7

The Board Chair and Chief Officer will be responsible for notifying the Head
of Diversity of cases of complaints, brief descriptions, and outcomes. A

standard reporting format will be available by 315t May 2002.

By March 2003, the Board Chair and Chief Officer will audit policies
regarding complaints, harassment and discipline to ensure that relevant
policies are in place. By 2004 the Board will ensure that all staff and Board
members are fully trained to achieve effectiveness in implementing this
procedure.

Grants given by the National Probation Service

4.8

The Board will take responsibility for promotion of race equality within its
grant schemes and partnerships arrangement. It will provide evidence in its
annual progress report to indicate how it has discharged its responsibilities in
this area.

Inspection and audit

4.9

As with all activities of the National Probation Service, HM Inspectorate of
Probation will undertake inspections and audits of race equality schemes in
accordance with its normal practice and procedures.
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Annex A: Main Groups
Relevant for Consultation
Purposes

Association of Black Probation Officers
Black Prisoners Support Project

Equal Opportunities Commission

Joint Council for the Welfare of Immigrants
Justice

Lesbians and Gay Men in Probation

NAPO

National Association of Asian Probation Staff
National Youth Agency

Probation Boards Association

Reach Out Project

Society of Black Lawyers

The Commission for Racial Equality

Women in Prison

Womens Aid Federation

Race Equality Council (Sheffield, Doncaster, Rotherham)
REMA, Rotherham Ethnic Minority Alliance

BEMI, Barnsley Black and Ethnic Minority Alliance
Community Development Workers

Black Community Forum, Sheftield

Black Voluntary Sector Networks
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Annex B: Diversity Clan

Structure

DIVERSITY STRATEGY BOARD

Incorporating RACE EQUALITY
IMPLEMENTATION GROUP

Chair: National Director

Disability
Issues Group

Monitoring Service
Group Delivery
Group

Gender &
Sexuality
Group

Best Practice / Innovation
Group
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Annex C: The Core NPS Scheme

The Specific and Employment Duties

The Home Secretary has made an Order which will came into force on 31d December
2001.

I. In this Order -

“the Race Relations Act” means the Race Relations Act 1976;

“staff” includes any person treated as an employee for the purposes of Part II of the
Race Relations Act (Discrimination in the Employment Field); and

references to “150 full-time staff” are references to such number of staff as would, if
the hours they work were aggregated, amount to 150 staff working on a full-time
basis.

Race Equality Schemes

2. (1) A body or other person specified in Schedule 1 to this Order shall, before 315t
May 2002, publish a Race Equality Scheme, that is a scheme showing how it intends
to fulfil its duties under section 71(1) of the Race Relations Act and this Order.

(2) A Race Equality Scheme shall state, in particular, -

(a) those of its functions and policies, or proposed policies, which that person has
assessed as relevant to its performance of the duty imposed by section 71(1) of the
Race Relations Act; and

(b) that person’s arrangements for -

(1) assessing and consulting on the likely impact of its proposed

policies on the promotion of race equality;

(i1) monitoring its policies for any adverse impact on the promotion of race equality;
(ii1) publishing the results of such assessments and consultation as are mentioned in
sub-paragraph (i) and of such monitoring as is mentioned in sub-paragraph (ii);

(iv) ensuring public access to information and services which it provides; and

(v) training staff in connection with the duties imposed by section 71(1) of the Race
Relations Act and this Order.

(3) Such a person shall, within a period of three years from 31st May 2002, and within
each further period of three years, review the assessment referred to in paragraph

(2)(a).
Educational Bodies - (included only for completeness sake)

3. (1) A body specified in Part I or IT of Schedule 2 to this Order shall, before

318t May 2002,

(a) prepare a written statement of its policy for promoting race equality (referred to in
this article as its “race equality policy”) and

(b) have in place arrangements for fulfilling, as soon as is reasonably practicable, its
duties under paragraph (3) or (4), as the case may be.

(2) Such a body shall,

(a) maintain a copy of the statement, and

(b) fulfil those duties in accordance with such arrangements.
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(3) It shall be the duty of a body specified in Part I of Schedule 2 to this Order to -

(a) assess the impact of its policies, including its race equality policy, on pupils, staff
and parents of different racial groups including, in particular, the impact on attainment
levels of such pupils; and

(b) monitor, by reference to their impact on such pupils, staff and parents, the
operation of such policies including, in particular, their impact on the attainment
levels of such pupils.

(4) It shall be the duty of a body specified in Part II of Schedule 2 to this Order to -
(a) assess the impact of its policies, including its race equality policy, on students and
staff of different racial groups;

(b) monitor, by reference to those racial groups, the admission and progress of
students and the recruitment and career progress of staff; and

(c) include in its written statement of its race equality policy an indication of its
arrangements for publishing that statement and the results of its assessment and
monitoring under sub-paragraphs (a) and (b).

(5) Such a body shall take such steps as are reasonably practicable to publish annually
the results of its monitoring under this article.

4. (1) A body specified in Part III, IV or V of Schedule 2 to at all maintained schools
in respect of which it exercises its functions; and

(b) take such steps as are reasonably practicable to use, for that purpose, data provided
by Local Education Authorities.

(4) It shall be the duty of a body specified in Part V of Schedule 2 to this Order to
monitor, by reference to the racial groups to which they belong, the numbers of

teaching this Order shall, before 315t May 2002, have in place arrangements for
fulfilling, as soon as is reasonably practicable, its duties under paragraph (2), (3) or
(4), as the case may be, and shall fulfil those duties in accordance with such
arrangements.

(2) It shall be the duty of a body specified in Part III of Schedule 2 to this Order to
monitor, by reference to the racial groups to which they belong,

(a) the numbers at all maintained schools in its area of -

(1) staff in post, and

(i1) applicants for employment, training and promotion, from each such group, and
(b) in the case of all maintained schools in its area which have 150 or more full-time
staff, the numbers of staff from each such group who -

(1) receive training;

(i1) benefit or suffer detriment as a result of its performance assessment procedures;
(ii1) are involved in grievance procedures;

(iv) are the subject of disciplinary procedures; or

(v) cease employment with such schools.

(3) It shall be the duty of a body specified in Part IV of Schedule 2 to this Order to -
(a) monitor, by reference to the racial groups to which they belong, the numbers of
teaching staff from each such group staff from each such group at all educational
establishments in respect of which it exercises its functions.

(5) Such a body shall take such steps as are reasonably practicable to publish
annually the results of its monitoring under this article.

(6) In this article references to “maintained schools” are references to such schools
within the meaning given by section 20(7) of the School Standards and Framework
Act 1998 a.
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Monitoring by Employers

5. (1) A person to which this article applies shall,

(a) before 31 St May 2002, have in place arrangements for fulfilling, as soon as is
reasonably practicable, its duties under paragraph (2); and

(b) fulfil those duties in accordance with such arrangements.

(2) It shall be the duty of such a person to monitor, by reference to the racial groups to
which they belong,

(a) the numbers of -

(1) staff in post, and

(i1) applicants for employment, training and promotion, from each such group, and
(b) where that person has 150 or more full-time staff, the numbers of staff from each
such group whom

(1) receive training;

(i1) benefit or suffer detriment as a result of its performance assessment procedures;
(ii1) are involved in grievance procedures;

(iv) are the subject of disciplinary procedures or

(v) cease employment with that person.

(3) Such a person shall publish annually the results of its monitoring under paragraph
(2).

(4) Subject to paragraph (5), this article applies to a body or other person specified in
Schedule 1A to the Race Relations Act.

(5) This article does not apply to (a) a body specified in Part I, II, or IIT of Schedule 2;
(b) a person specified in Schedule 3;

(c) a Scottish public authority with mixed functions or no reserved functions, as
referred to in section L.2 of Part II of Schedule 5 to the Scotland Act 1998 b, or

(d) a cross-border public authority in relation to the exercise of its Scottish functions
within the meaning given by that section.

(6) In paragraph (5) the reference to a “cross-border public authority” is a reference to
such an authority within the meaning given by section 88(5) of the Scotland Act 1998.
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