GENDER EQUALITY SCHEME
1.
Approach

In April 2007 the legal obligation of a gender equality duty was imposed.  It was based upon provisions of the Sex Discrimination Act 1975 (as subsequently amended).  The gender equality duty was introduced by the Government in acknowledgment of the fact that men and women have differing needs in relation to many public service areas.  Whether within the workplace environment, or as a service user, individuals can experience unfair or unequal outcomes.
In accordance with the gender equality duty, and as a public authority, we are required to promote equality between men and women and to take steps to eliminate sex discrimination.  The duty is not responsive, requiring us to respond to individual complaints and allegations of sex discrimination.  This duty is proactive.  We are required to demonstrate that we actively promote gender equality and equal pay between men and women.  The scope of this duty affects matters including our policies, activities, service delivery and our employment practices.

Although there has been legislation in place for over 30 years to prohibit discrimination and gender inequality, it remains widespread.  We want to improve the situation for both men and women, by ensuring that our gender equality objectives are factored into our core business processes and functions.  Our focus is outcome-driven; to see improvements to the life experiences of both women and men.

This Scheme is a constituent part of our approach to equality and diversity which is governed by our overarching Equality and Diversity Scheme.
2.
The General Duty 
Under the gender equality duty, and as a public body, we must satisfy the requirements of the general duty.  The overriding general duty requires us to have due regard to the need to:

· Eliminate unlawful discrimination and harassment on the grounds of sex and under the Equal Pay Act.

· Promote equality of opportunity between men and women in all of our functions.

3.
The Specific Duties
There is additionally a range of specific duties which support the general duty to promote gender equality.  There is a statutory code of practice that summarises the duties as follows:
· To prepare and publish a gender equality scheme, showing how we will meet our general and specific duties, and setting out its gender equality objectives.

· To consider the need to include objectives to address the causes of any gender pay gap when formulating our overall objectives.

· To collect and use information on how our policies and practices affect gender equality in the workforce and in the delivery of services.

· To consult stakeholders (that is, employees, service users and others, including trade unions) and take account of relevant information in order to determine our gender equality objectives.

· To assess the impact of our current and proposed policies and practices on gender equality.

· To implement the actions set out in our gender equality scheme.

· To report against the scheme every year and review the scheme at least every three years.

4.
Our Aims

Our strategic aims within the Gender Equality Scheme will be:

· During the development of major policies, we will fully analyse and incorporate the differing needs of men and women.

· To ensure equality of representation by promotion of gender equality within our Board.

· Continuous communication from our Board and Senior Management Team of the strategic need to build the female talent pipeline, and of performance expectations.

· Creation of an inclusive culture (starting with education and awareness of business leaders and HR business partners), so that the talents and differences that women bring to business are recognised and valued within the talent process.
· We are conscious of seeking to ensure equal pay between male and female employees.

· We want to improve access to flexible (including part-time) working.

· We want to tackle the issue of any sexual harassment that may go on in the workplace.

5.
Understanding our Gender Equality Issues

We are taking a number of steps to identify major gender equality issues within our functions.  The areas of our organisation that are impacted are our policies, services, public functions and employment practices.

We are using a number of methods to identify these issues.  The methods and resources available to us include:

· Consulting with our stakeholders.

· Considering internal and local information available to us.

· Reviewing national information on key gender issues that is relevant to our sector.

· Assessing our policies and practices in light of gender issues.

Consultation, information and impact assessment are fundamental to this process.

6.
Developing our Objectives

We have considered across the board, the ways in which we can formulate possible objectives within our various functions.  Our objectives reflect the most significant priorities within our organisation. These are

To ensure regardless of gender:
· Equality of pay and conditions of service for all LPFA employees

· Equality of access to service for all LPFA customers 

To promote gender equality within the provisions of the Local Government Pension Scheme
7. Prioritising and Selecting Objectives

Actions to be taken in support of the above objectives are set out in the Gender Equality action plan.
The actions listed have been prioritised taking into account the views of employees and scheme members gained through surveys, panels and working parties.
8. Publication and Reporting

Our scheme is readily available and easily accessible.  It can be found within our website.  Hard copies are also available by contacting the Corporate Development Team, LPFA Dexter House, 2 Royal Mint Court, London EC3N 4LP. 
We will be required to publish an annual report which summarises the actions that we have undertaken to implement our scheme objectives.

This will be published in the form of The Annual Equality Performance Report 
9. Reviewing and Revising the Scheme

We are obliged to review and revise our scheme at least once in every three year period.  Where we consider that it would be useful do this at an earlier point for example to accompany a review of other plans or policies, we may do so.

Our initial review will include a review of progress to date.  Subsequent reviews will review progress to date together with a review of the appropriateness of earlier scheme objectives.

Our review will be based upon information gathered from results of impact assessments and feedback received from stakeholders on the effectiveness of the previous scheme.  In addition we will have recourse to various forms of consultation including the use of staff surveys and focus groups.

10. The Role of Equality Impact Assessments

We view equality impact assessments as an essential tool in embedding equality and diversity in everything that we do.
In addition, we are committed to carrying out equality impact assessments on all new policies and strategies, considering gender equality issues alongside other equality issues as part of the process.  Our findings will form part of future action plans.
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