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Foreword

We hope that you are encouraged and inspired by our Disability Equality Scheme.  We are enthusiastic at the improvements that this will potentially bring for disabled people, both in the employment that we provide and in the services that we deliver.  

Disabled people have historically experienced barriers that have restricted their quality of life.  Most of the barriers were not put there intentionally, but resulted from unrealised behaviour, rooted in the failure of organisations to see the importance of understanding disabled people’s requirements.  We don’t want to be one of those organisations.

Equality of opportunity is not about ‘providing the same service to everyone’, or providing a ‘special service to the few’.  It is about discovering the different needs that exist within Powys, and designing services and employment conditions that are flexible and adaptable to meet those needs.  We want to see more disabled people involved within our society, starting with our services and our workplace.  This may mean that some disabled people are treated differently, and even at times in better ways - but only to provide the same opportunities that exist for everybody else.  

We know that we need a Scheme in place to map-out improvements across all of our services.  If we work together as an organisation and in partnership with disabled people to make it happen, we are confident that we will start to see real tangible improvements to disabled people’s lives.  We also know it will be a challenge, but achieving it, will enrich our organisation, as well as the lives of many disabled people living in Powys.  
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Glossary of Terms

PCC 


Powys County Council

DES 


Disability Equality Scheme

DES Panel

Disability Equality Scheme Panel

DRC


Disability Rights Commission

The Board 
The Council’s key elected member decision making body

CMT
Corporate Management Team, the council’s key officer management team

Aims


Key goals or main focus for improvement

Objectives
Targets used to measure success in delivering the aims

Outcome 

What will be achieved

Accessible
Disabled people do not experience barriers

Discrimination 
Unfair treatment resulting from realised or unrealised behaviour or intention

E- Learning 
Learning process using IT equipment

Corporate

Relating to the whole organisation

Strategic
Plan for achieving something across the organisation

Members 

Council elected Members

One Stop Shop
Where multiple services can be accessed in one place

EIA


Equality Impact Assessment
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1.0
Introduction

The new Disability Discrimination Act (DDA) 2005 marked a significant change within equalities legislation that will require real commitment throughout the Council to meet its requirements.  

The duty requires a fundamental shift in organisational thinking from one of ‘making reasonable adjustments’ for disabled people, to proactively promoting ‘disability equality’ in every activity.  This means considering, analysing, researching, and involving disabled people across every service, and making any necessary changes that will ensure the promotion of disability equality.  

Who is this Scheme for?

This Scheme has been put together to improve equality for all disabled people.  The DDA Act provides a definition for who is recognised as a disabled person under the legislation. 

Definition of disability

A person has a disability if he or she has a ‘physical or mental impairment, which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities’.  Please refer to Appendix A for more detail on this definition.

To assist public bodies in achieving the duty and drafting their Schemes, there are General and Specific Duties set out within the legislation.  These are as follows:

1.1
The General Duty
The General Duty requires all public bodies when carrying out their functions, to have due regard to the need to:

· Promote Equality of opportunity between disabled persons and other persons

· Eliminate discrimination that is unlawful under the act

· Eliminate harassment of disabled persons that is related to their disabilities

· Promote positive attitudes towards disabled persons

· Encourage participation by disabled persons in public life

· Take steps to take account of disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons

The overarching goal of the General Duty, is the promotion of equality of opportunity for disabled people.  The underpinning principle that runs throughout this General Duty, is the requirement to take steps to take account of disabled people’s disabilities, even where that involves treating disabled people more favourably than other people.  This principle rests firmly within an accepted equalities ideology, that to treat people equally, you cannot treat them the same, and at times, this may require treating some people more favourably.  

The general duty is about meshing or mainstreaming equality for disabled people in to all that the Council does.  

1.2
The Specific Duties 

The Specific Duties set out a framework to assist public bodies to plan, deliver and evaluate action to meet the requirements of the General Duty.  At the heart of the Specific Duties, is the requirement to prepare a Disability Equality Scheme, mapping-out a framework for improvement over a 3-year timescale.

Please see Appendix B for the duties explained in full, they are as follows:

· Publish a Disability Equality Scheme by December 4th 2006 demonstrating how the General and Specific Duties will be met

· Involve disabled people in the preparation of the Scheme

· The Scheme should include:

· Detail of the way that disabled people have been involved

· The authority’s method for Impact Assessment

· Detail on the steps that will be taken to fulfil the General Duty

· Arrangements for gathering information in relation to employment

· Arrangements for putting the information gathered to use, in particular in reviewing the effectiveness if of its action plan and preparing subsequent Schemes

· Within three years of publishing the Scheme, take the steps set out in the action plan

· Publish a report containing a summary of the steps taken under the action plan, the results of its information gathering and the use to which it has put the information.

1.3
What is the Disability Equality Scheme? 

The Disability Equality Scheme is the Council’s plan for helping to make equality a reality for disabled people.  The Scheme will be adopted by the Council, and will set standards to be achieved across every service.  It has been influenced by the views of disabled people and the requirements of the General and Specific Duties of the act.  It is a ‘living document’ and will be evaluated and improved over time.  

The purpose of our Disability Equality Scheme is to:

· Set a programme for identifying the barriers experienced by disabled people within our service provision and employment and take steps to remove them

· Find out what disabled people require and which of these requirements are the most important to them

· Inform people of the Council’s responsibilities including elected Members, service managers, employees, unions, our partners in the public, voluntary and private sectors, as well as residents of Powys 

· Explain how we intend to make things more equal for disabled people in planning our services and employment provision 

· Show how the Scheme links to our corporate priorities and other equalities objectives and priorities

· Work in partnership with disability organisations to prevent ignorance and prejudice in the wider community
· Set out a three-year disability equality action plan detailing how we will put the Scheme into practice

· Monitor and check what we are doing and report on this each year 

· Ensure that we meet our legal duties

What does ‘equality of opportunity’ mean? 

Central Government has set out its vision for disability equality as follows, ‘ By 2025, disabled persons in Britain, should have full opportunities and choices to improve their quality of life and will be respected and included as equal members of society’.  

‘Equal opportunities’ means that everyone has the same chance to achieve what they want within life.  It is levelling the playing field, or treating people according to their needs.  It does not mean ‘treating everybody the same’.  

At present, disabled people do not experience ‘Equality of Opportunity’ to lead an equal life and public bodies collectively have the ability to make changes that will improve this position.  

1.4
Why is disability equality so important?

The following extract has been written by Jenny Hambidge for the Scheme that answers this question from a disabled person’s perspective.  Jenny is employed by Disability Powys and has been closely involved with the drafting of the Scheme.

“From a historical perspective, discrimination has existed against disabled people for millennia.  Often seen in stereotypes of evil, of being punished for wrongdoing, of being a burden on society, as objects of pity or charity, of being tragic but brave, disabled people have rarely been seen as part of society, contributing to the life and economy of their communities.  Disabled people have frequently been ghettoised and isolated in institutions, segregated and uneducated, and nearly always living in poverty.    

Frequently the lives of disabled people are seen to have less value than those of non-disabled people.  In turn many disabled people see themselves as being worth very little, because of the negative messages given out by a society which does not include them.

Disabled people themselves have persuaded Government to implement the legislation for the changes which we are seeing now.  Disabled people themselves have fought for a Disability Discrimination Act which reflects what their position in society should be - as equals to their fellow citizens.  They want decent accessible housing, access to jobs, good personal support, educational opportunities, access to buildings and to leisure activities – in short, to all the opportunities which non-disabled people can largely take for granted.  To be valued, supported and included.”  
General Statistics

There are now an estimated 11 million disabled adults in the United Kingdom (1 in 5 of the total adult population) and 770,000 disabled children.  Recent creditable statistics that relate to disabled people reveal that inequality still exists for disabled people:

· In 2003, research found that 24% of disabled people aged 16-24 had no qualifications at all, compared to 13% of non-disabled people of the same age (an 11% gap) 

· Only 50% of disabled people of working age are in employment compared to 81% of non-disabled people

· Disabled people die younger than non-disabled people (for reasons not related to their disability).  Partly, because of unequal access to health screening, assessment and treatment.  One study found people with learning difficulties were 58 times more likely to die before 50 than other  citizens 

· Research carried out by the Greater London Authority in 2003, found that 50% of disabled respondents had experienced abuse or bullying because of their disability

· NACRO 
research showed that disabled people were four times as likely to have property stolen from them with the threat or use of violence and almost twice as likely to be burgled as non-disabled people 

If we do not pay careful attention as an organisation to disability equality, unfair treatment of disabled people will inevitably continue.    

1.5
Overcoming ‘Organisational Discrimination’

Organisational discrimination (also termed ‘disablism’) can occur when an organisation does not put mechanisms and processes in place to ensure that individuals’ requirements are carefully considered.  Although an organisation and its staff may not intentionally or directly discriminate, unrealised or indirect discrimination can occur due to a lack of understanding or awareness.   

The Social Model of Disability

The Social Model for Disability argues that the poverty, disadvantage and social exclusion experienced by many disabled people is not the inevitable result of their impairments or medical conditions, but rather stems from attitudinal and environmental barriers that exist within society (please see Appendix C).

Framework for improvement

This Scheme will put a framework or mechanism in place to address organisational discrimination towards disabled people.  It will adopt the Social Model of Disability focusing on barriers to disabled people’s lives and commit to proactively removing them from our services and employment provision.

Through this Scheme, we should better understand:

· Our disabled employees and service users  

· Their requirements when accessing our services and employment

· Where barriers exist, that we have the power to change  

It is also important to identify why some disabled people don’t ever access our services or apply for employment positions.  Research suggests that most people don’t express real problems when they are encountered.  This Scheme will aim to connect more with disabled people about where the barriers exist.  These specific barriers will be recorded in a portfolio to inform where action should be taken.  

1.6
Why we need a Scheme and how it will work

As stated, in order to consistently make progress across every service we need a robust corporate mechanism in place.  This Scheme will not detail the specifics of what will be done within every service, but it will explain what will be implemented to a standard across the whole organisation.  

Each Head of Service and Service Manager will be required to implement the standards specified by the Scheme in the services that they manage.  This will be implemented as follows:

· An Individual Service Action plan template will be produced by the Corporate Policy Unit, based upon the generic action plan of the Scheme

· Every service will be required to complete a service action plan for improvement as part of the annual business planning process.  Disabled people will be involved in that process.

· Actions for improvement will be detailed and financially planned within the service business plans.  Action plans will also be sent to the Corporate Policy Unit.

· The Corporate Policy Unit in conjunction with the Disability Equality Scheme Panel (see later) will audit the action plans to assess their effectiveness 

· Progress on action plans will be reported by services annually through the performance monitoring framework and the Corporate Policy Unit will prepare an annual progress report to the Board and Corporate Management Team of the Council.

The success of this Scheme will be measured by tangible improvements to disabled people’s lives.  The objectives that we have set within the Scheme should provide a basis for assessing this progress.  

We will not be able to achieve everything quickly, but in the initial three years of the Scheme, we will aim to see some real marked improvements for disabled people across every service that we deliver.      

2.0
Context

This section identifies the context that this Scheme will be working within.  It considers:

· Disabled people in Powys

· Our organisation’s strategic priorities and aims over the next 3 years

· How this Scheme will fit within our strategic priorities

2.1
Disabled people in Powys 

It is important to consider the particular circumstances that we have within the county when producing a Scheme.

Population statistics  There are approximately 124,780 people living in Powys (2001 census).  The population is sparsely distributed across a very large geographical area spanning a large proportion of mid Wales.  

This sparse distribution presents challenges in terms of improving disability equality.  Public transport is difficult to provide.  Social isolation and rural deprivation are prolific within the county that   compound issues of inequality for disabled people.  Disabled fora and local access groups are also difficult to establish and maintain. 

Long term limiting illness statistics  Of the total population in Powys 24,754 (19.84%) were recorded in the 2001 census as having a ‘limiting long-term illness’.  As this is currently one of the most useful indicators for the disabled population, roughly 1 in 5 people in Powys are disabled and could experience difficulties accessing our services and employment.

The distribution across Powys of people with a long-term limiting illness appears to be fairly even, with a slightly higher concentration in the south of the county.  Percentages are as follows:

Montgomeryshire (North) – 18% 

Radnorshire (Centre) – 19% 

Brecknockshire (South) 22% 

2.2
The Council’s strategic priorities and targets

2.2.1
The Corporate Improvement Plan

The Corporate Improvement Plan for the Council is designed to create an improvement in all of our services over time.  There are 5 high-level priorities and aims:

1. Promote health, social care and well-being

2. Ensure learning opportunities for all

3. Support social and economic development

4. Enhance the natural and built environment

5. Improve our corporate health

The plan also identifies two crosscutting values for the plan that will underpin all the services that we deliver, equalities is one of those values.  The Disability Equality Scheme, together with the Council’s Corporate Equalities Strategy, Welsh Language Scheme, Race Equality Scheme, and Gender Equality Scheme will help to ensure that this is achieved, so that the plan delivers improvements equitably.  

A careful consideration of disability equality will also ensure an overall improvement to Council services is achieved.  Research has found that organisations focused upon the equalities agenda, also improve motivation and morale, reduce sickness and staff turnover rates, and become a more customer-focused organisation - all of which will improve overall performance. 

There are a number of generic objectives with measures within the plan designed to improve Council services.  Most are not specifically aimed at disabled people.  To ensure that disability equality is meaningfully considered within the plan, generic targets will be disaggregated as explained below.
Disaggregating data

The data collected in relation to targets will be disaggregated to demonstrate performance in relation to disability equality.  For instance, a target such as ‘the number of people who access leisure centres’, will be broken down to show the proportion of the total that were disabled people.

Where targets can be meaningfully broken down, service managers will take the steps required to disaggregate the figures.  

This will ensure that improvements made to services are made with disability equality in-mind.  Disability equality is about considering disabled people as a distinctive part of the whole, rather than a stand-alone separate group of people.  Disaggregating generic corporate improvement targets reinforces this ideology.  It will also enable a better meshing of the Disability Equality Scheme into the corporate drive of the authority.    

2.2.2
The Equality Standard for Local Government

In order to deliver our overall commitments on equality and diversity the Council has adopted the Equality Standard for Local Government.  The Standard is about making equalities part of day-to-day work, ’mainstreaming’ it into everything that we do.  There are 5 levels to achieve.  The Council has achieved level 1 of the Standard and is working towards achieving Level 2 by April 2007, with an aim to achieving level 3 by March 2009.  Work towards the standard will support and work in conjunction with the work contained in the Disability Equality Scheme.    

2.2.3 Corporate Equalities Strategy

The council has an overarching strategy for delivering the whole equalities agenda within the Council.  It has been put together to ensure improvements are made on important equalities issues.  This scheme will fit with the other equalities schemes underneath that strategy and will contribute to its overall aims. 

2.2.4 Customer@powys project

One of the main priorities for the Council, is to become more customer-focused; to know our customers and how best to meet their requirements.  Although this programme is not designed specifically for disabled people, it is about improving access to services for everyone.  Disabled people’s requirements will feature strongly within this initiative.    

3.0
Aims & Key Objectives of the Scheme   

This section details the aims and key objectives of the Scheme and how we arrived at them.  It explains:  

· How we involved disabled people in forming the aims and key objectives for the Scheme

· What are the Schemes priorities, aims & objectives

· How we will put these into action
3.1
Involvement of disabled people 

The key to achieving the Disability Equality Duty is the involvement of disabled people in the formulation and development of our Disability Equality Scheme.  This requires an active engagement and partnership approach right from the start.  

Powys Disability Equality Involvement Events

We sought the involvement of disabled people at the earliest possible stage, by consulting with ‘Disability Powys (an umbrella voluntary sector organisation) about how we could involve disabled people in the drafting of our scheme.  

It was decided that the most meaningful initial approach, was to hold ‘Disability Equality Involvement Events’ across the county.  These events could provide an opportunity to openly discuss with disabled people where to focus our attentions.  Our aim was to collect information to shape the overarching strategic priorities for the Scheme and to identify specific barriers within service provision.  Please see Appendix D for information on the format and what came out of the involvement events.  This includes a list of the ‘themes’ that disabled people comments were categorised under, that shaped the aims and key objectives.

3.2
The Overarching Aims and Key Objectives

The themes from the involvement events were analysed and moulded into meaningful ‘outcome-focused’ overarching aims for the Scheme.  The Panel was then consulted and the high-level aims agreed.  The Panel then discussed and decided upon key objectives that would help to measure achievements and set work schedules in relation to the overall aims.  

The aims and key objectives for the Scheme are as follows:

Disability Equality Scheme – Aims & Key Objectives

	Aims


	Key Objectives

	1. Improve Attitudes & Culture within the Council & the wider community


	· All elected Members/ officers/ front-line staff to undergo relevant Disability Equality Training (including their particular responsibilities under the Scheme):

· All elected Members – within 3 Years 

· All senior managers – within 3 Years 

· Front line staff – within 3 Years 

· Other Staff – in ongoing programme

· To ensure new staff understand disability equality through induction programme.

· To improve attitudes toward disabled people through a positive images campaign  

· Improve attitudes of staff towards disabled people through regular articles in staff newsletter (ongoing)

· To improve understanding of disabled people’s requirements by producing a public awareness leaflet

	2. Improve Access to Council Services and the wider built or natural Environment 
	· Ensure disability equality is carefully considered in the Council’s ‘Customer@powys’ project 

· To improve the accessibility of all of our services by undertaking Access Audits (with involvement of disabled people) within 3 years.

· To ensure that disabled people receive important information about service provision by producing written material in accessible formats on request and promoting in relevant media 

· To develop ‘Access Statements’ in important services to ensure that Accessibility is always considered

· Planning and Licensing applications to include Access Statements & involve disabled people in the process

· Access statements to be monitored and reviewed annually

· Ensure Corporate Improvement Objectives take account of disability equality 

	3.  Improve Communications between: 

-  The Council & Disabled people/ groups

-  Between disabled persons & other persons.

	· Understand our disabled customers by developing a database of disabled people in the Powys community and their specific requirements, within 3 years
· Ensure disability equality is built into the ‘One Stop Shops’ developed in Customer@powys programme by involving disabled people in their design 
· Raise the profile of the Scheme with a launch event in first 12 months to communicate and promote its purpose 
· Report on an annual basis the performance of the Scheme 
· Facilitate a DES Review Panel (to include disabled people) within 6 months
· Improve awareness and understanding of Powys disability issues, by ensuring within 3 years, that relevant PCC officers attend relevant disability group meetings

	4. Increase Involvement & Participation of Disabled people 

- In Council service provision decision making

- In the wider community
    
	· Ensure disability equality is built into service business plans by engaging disabled people in the process within 3 years (most relevant areas to be determined by the DES Panel)

· Encourage participation and involvement of disabled people in service provision by producing ‘involvement guidance’ for staff to use within 2 years

· Engage more disabled people in the involvement process of the Scheme, by developing partnerships with the voluntary sector and disability groups  

· Identify the barriers and possible solutions to disabled people being more involved within 3 years

· Ensure that the Corporate Improvement Plan carefully considers disability equality by involving disabled people in the objective setting and evaluation process – within 12 months

	5. Improve Employment Opportunities & Practice


	· Increase the % of disabled employees of the Council  

· Ensure more disabled people know about employment opportunities with the Council by placing job advertisements in disabled media e.g. Powys Talking Newspaper 

· Monitor any problems within employment by calculating average retention levels of disabled staff within each service, within 3 years
· Ensure barriers to obtaining Council employment are removed by reviewing recruitment procedures with involvement of disabled people within 2 Years
· Ensure that problems are identified in conditions of employment by forming an effective disabled workers forum within 3 years
· Ensure disabled staff are properly supported in employment by reviewing employment policies and procedures within 3 years
· Promote ‘responsible employment’ practice through the ‘Equals project’ across our employment provision within 2 years

	6. Make specific improvements to our service provision 

[These are priorities for action within services]

	· To introduce a process of requiring Access statements within Planning and Licensing applications 

· To receive detailed information on adapted housing in Powys within 12 months

· To investigate how the shortfall of adapted housing can be addressed within 3 years

· Transport services to work in partnership with disabled people to address transport issues raised at the involvement events, particularly: lack of accessible transport, disabled parking issues, taxi licensing within 3 years 

· Public protection to investigate enabling disabled groups to monitor license applications & participate in decision making process within 12 months

· Customer services to create meaningful mechanism for involving disabled people in planning new customer service centres within 12 months

· Lifelong learning to investigate barriers to accessing learning raised at involvement events and produce action plan for improvement within 12 months

· To research the issue of Poverty for disabled people in Powys within 3 years

· Refuse collection to put forward proposals for better options for refuse collection for disabled people including their participation in recycling schemes within 12 months

· Clear footways policy to be adopted by the Council by April 2007 and enforcement procedures progressed in conjunction with Police by Dec 2007.

· Work to reduce levels of parking across dropped kerbs and disabled parking spaces in conjunction with the Police within 3 years

· Corporate Property to provide a full report to the DES panel on the accessibility of council premises within 12 months

· Embed provision for advocacy support services across our services to support mentally disabled people accessing our services within 3 years




3.3
Implementation of the Aims & Key Objectives

The aims and key objectives communicate the core of what we ultimately aim to achieve through the Scheme.  These objectives have been translated in to actions within the Corporate Action Plan of the Scheme (please see section 7).  

Each service of the Council will then be required to draw up individual service action plans that will meet the requirements of the Corporate Action Plan.  This will enable the Council to track progress against the key objectives of the scheme across every service.  

The Corporate objectives and action plan of the Scheme, will be driven forward by: 

· Each Head of Service

· The three Heads of Business & Performance Units

· The Corporate Policy & Performance Unit

· Human Resources 

· The Corporate & Executive Management Teams

· The Board of the Council

· The Member/Officer Equalities Task group 

Each Head of Service will be expected to implement their own Service Action Plans for improvement and be in a position to demonstrate at the end of the 3 years, how they have progressed forward the scheme within their service.  

The process will be supported through the Equalities Working Group and the three Business & Performance Units.  The Business & Performance Unit Heads will ensure action plans are drawn up appropriately (with involvement from disabled people) and will performance manage the progress to ensure actions are completed.  The Service Action Plans for improvement will then be incorporated into annual service business plans to ensure that the work is scheduled and financially planned.  

4.0
Current position & planned improvements

This section provides detail on our current position as an organisation and what we need in place to implement the Scheme effectively.  It explains: 

· Disability equality work to date

· What provisions we need to make within employment

· What provisions we need to make within the services that we deliver

· What provisions we need to make within the Education system in Powys

 4.1
Disability equality work to date

It is important within the Scheme to mention the ongoing work that is already being done by the Council to improve disability equality.     

Accessible building programme

The Council has made a number of improvements to its buildings over the past 3 years as part of the Part M building regulation requirements.  This programme of work will continue to ensure that we improve the accessibility of our buildings for staff and service users.

Powys Social Services 

Social Services play a vital part in the lives of many of the disabled citizens of Powys of all ages because they:

· promote disabled people’s social inclusion and independence; advocate on their behalf, assert their rights and support them to achieve their potential and to be active citizens.  

· support disabled people at times of distress, vulnerability or illness; provide care for them or enable them, their family and friends to cope with their circumstances and overcome problems. 

· protect disabled people from harm abuse or neglect, take action against those who harm them, help them and others to recognise and cope with their vulnerability. 

These services will be reviewed alongside the rest of our services under the requirements of the scheme.

Access Policy

The Council has an Access policy in place that sets standards for producing written material, conducting meetings, treating disabled people and access to buildings.  This policy will continue to set council standards and will be reviewed and updated as necessary as part of the action plan of this scheme.
Strategy for physically disabled people

A strategy was adopted in 2003 to coordinate improvements for people with physical disabilities across public sector services in Powys.  The action plan of the strategy will be reviewed to ensure work is coordinated with this scheme. 

Equals Project

The Council is currently working with other local statutory and voluntary organisations to promote a responsible employers programme.  The European funded project is aimed at providing employment opportunities for disabled people and care leavers between the ages of 16 and 24 to gain meaningful employment.

4.2
Employment

Employment provisions are a vital element to making improvements to disability equality.  We need to ensure that adequate provisions are in place to employ disabled people and that our staff are well trained to understand disability equality. 

The authority is a Disability Symbol user, which means it has made five commitments as an employer:

1. A guaranteed job interview for those who meet the essential requirements for a job

2. To consult disabled employees regularly

3. To keep employees if they become disabled

4. To improve the knowledge of key employees about disability 

5. To check progress each year, plan ahead and let employees know about progress and future plans

Training

Council staff, managers and elected Members will require appropriate training.  This training should aim to impart an understanding of disability equality focusing upon how barriers can prevent disabled people from leading equal lives.  Please see Appendix F that defines Disability Equality Training.     

For the Council’s elected Members a ‘Members Development Programme’ is being developed.  An essential element within that programme will be Disability Equality Training envisaged to commence in spring 2007.  We will aim during the lifetime of this scheme to have trained all of our elected Members. 
Council employees have been provided with a 3-day diversity awareness course.  This programme of training is being updated in spring 2007 by an ‘Equalities and Diversity Training plan’ as part of a generic ‘Corporate Training Plan’.  This will aim to provide managers and employees with the skills and knowledge required to mesh equalities into the way that they work.  It will also help to create a culture of diversity awareness and acceptance.  

It is important that the plan prioritises who should receive the training first.  The involvement events indicated that priority groups for 2006-2007 should be elected Members and front line staff.  This includes as a priority, customer service staff, domiciliary carers, refuse collectors, and all levels of Council management.  These sections will be targeted for training on disability equality by the Human Resources department.

Over the 3 years of the scheme, we will aim to train:

· All elected Members

· All Heads of Service & Executive Directors

· All service managers 

· Front line staff

· Domiciliary carers, refuse collectors and customer service staff

Heads of Service and service managers will ensure that staff are trained, with particular emphasis on the priority staff listed above.  

The Panel will evaluate the equality and diversity training programme on an annual basis and suggest improvements where necessary.

An e-learning package has been purchased by the Council to supplement its formal training packages.  The programme communicates the legal duties of the Disability Discrimination Act as well as examples of good practice.  Service managers will encourage all of their staff to complete this training as well as planned classroom training. 

Disability equality is also addressed within the mandatory induction programme for all new staff, which managers will ensure new staff attend.         

Awareness raising about disability equality will also be undertaken through:

· Regular staff newsletter articles relating to disability equality and other equalities issues 

· Posters in the workplace to increase awareness of DDA and resources

· Staff Information Leaflets e.g. etiquette, solutions, suggestions, awareness

· Staff Information on the Corporate intranet

Employee monitoring 

The Council currently monitors the number of disabled people that it employs.  Figures show that less than 1% of people employed by the County Council are disabled (excluding schools) .  When we compare this figure to 17% of the Powys population who are disabled and of working age
, we clearly must take steps to ensure our workforce is more representative*.  The action plan in section 5 has actions that relate to positive action within employment that will aim to improve this figure. 

The Human Resources and Employment Services will monitor and report on an annual basis the results of employee monitoring and consider further positive action measures that can be taken if figures don’t improve.  

Local Government opportunities

We want to show disabled people who are still in education the range of career opportunities available within local government and provide them with opportunities for work experience.  We will work with disability organisations to make this happen.
Disabled staff forum
The involvement events identified a need for us to develop a disabled staff forum.  A period of consultation with disabled employees will take place during spring 2007 to ascertain whether disabled employees would welcome the formation of such a group.  If it is, a forum will be set up and managed in Spring 2007 by Human Resources.   

The forum will help to ensure that disabled people’s requirements are more adequately considered within employment and service provision.  It will also provide a confidential environment to openly discuss any harassment or discrimination issues.

Retaining our disabled employees

If an employee becomes disabled or their disability gets worse so that they cannot do their current job, we will look at how to keep them in employment, even if it is not within the same job.

We will also build on current practices in: 

· Recruitment - by encouraging applications from disabled people, and ensuring that the application, short-listing and interview processes provides equality of opportunity.

· The working environment - by taking all reasonable steps to ensure that the working environment does not prevent suitably qualified disabled people from taking up or staying in employment with the authority. 

· Career development - by ensuring that disabled people have the same opportunities as other employees to develop their full potential within the Council. 

· Work experience - by ensuring that work placement opportunities within the Council are made available to disabled people. 

All service managers will ensure these practises reviewed and improved in liaison with Human Resources.

4.3
Service provision

Within most of our services, we will be starting from a position of building core data about the disabled people who access our services.  We currently do not know whether disabled people are accessing most of our services, and whether they are satisfied with the standard of service that they receive.  We also don’t know in many cases, if disabled people have failed to access some of our services due to barriers that exist.   

Gathering data within services

Service managers will be required to gather data on the profile and satisfaction levels of people accessing their services as part of the Equality Impact Assessment process.  This data should be built upon with consultation and focus group exercises, to create meaningful qualitative and quantitative data about disabled people’s requirements in relation to the service that they manage.  

These requirements will then be taken in to account in annual service disability equality action plans as part of the business planning programme.  This evidence base for improvement is vital for ensuring disability equality is achieved across every service.

Information was gathered at the disability involvement events about where barriers for disabled people exist.  This has assisted in focusing our attention strategically for the scheme, but has also provided some specific actions for individual services of the Council.  These actions will be progressed by relevant Heads of Service in their annual service action plans.  

Service managers will be required under this scheme to engage disabled people in a process of meaningful ongoing involvement, to ensure service planning and decision-making promotes disability equality.  They will be required to involve disabled people in a meaningful way and in the format that disabled people require when:

· Producing annual service disability equality action plans

· Conducting scheduled Equality Impact Assessments

· Creating new policies or making significant service changes

Evidence will be required by service managers demonstrating disabled people’s involvement.  Please see section 5.1 for detail of how disabled people will be involved.
4.4
Education

The Education system is a vital area for consideration both in terms of ensuring disabled children reach their full potential and in shaping the right attitudes and behaviour of young adults.  

The Council acting as the Local Education Authority will encourage schools to develop their own Disability Equality Policies, using the guidance from the Department for Education and Skills and referring to our Disability Equality Scheme.  This will include:

· The Council requesting figures on disabled pupils attainment levels from schools across Powys, to build a countywide picture of performance.  Where gaps in attainment levels exist between disabled and non-disabled pupils, these will be addressed within the Single Education Plan.

· The Council encouraging schools to review all policies, procedures and planned improvements to remove barriers for disabled pupils and staff.  

· Schools and the Council involving both disabled parents and parents of disabled children in drafting the Single Education Plan, setting school development plans and conducting the daily running of the school.  

· Links developed between schools, the Council’s LEA and the Council’s Corporate Policy Unit/Human Resources Department to develop good practice in relation to disability issues.

· Stronger links made between the Council and disabled young people who are still in the education system but unable to find appropriate work experience through conventional routes.

5.0
Information gathering 

Information gathering is crucial for the Scheme because it will ensure planned improvements to disability equality are based upon what disabled people require.  This will involve:

· An ongoing involvement strategy for engaging and involving disabled people

· Driving Equality Impact Assessments across our service provision

· Ensuring generic public consultation exercises include disabled people

· Monitoring comments and complaints

5.1
Involvement strategy 

It is important that the scheme sets out how disabled people will be meaningfully involved in the ongoing work of the Scheme.  This involvement is important in the following specific areas:

· Involvement at the strategic level - setting up a Disability Equality Scheme Panel to monitor the scheme’s progress and recommend improvements 

· Involvement at the service level driven by service managers

· Widening the involvement and engaging more disabled people 

· Involvement in the overall decision-making of the authority to ensure it promotes disability equality 

We held involvement events to help shape the aims and objectives of the Scheme and discover specific barriers within service provision.  This was a valuable starting point, but it only reached a minority of disabled people in Powys.  We will need to build upon this to develop a scheme that is more representative.  

It will take time to get this right and we may need to consider different approaches.  We will however ensure that the following key principles are applied when seeking to involve disabled people:

· We will involve disabled people in the manner and format that they require

· We will ensure that barriers to involvement are addressed, ensuring the involvement process is as accessible as we can make it

· That costs associated with being involved are covered, including travelling expenses and costs for personal carers/assistants

5.1.1 Involvement at the strategic level - Disability Equality Scheme Panel (DES Panel)

It is important that we work in partnership with disabled people to develop the scheme at the strategic level.  The Panel that initially shaped the scheme’s priorities, will be widened to involve other key people with a strategic understanding of disability issues and disabled service users.  It will also include key council staff involved in developing and implementing the scheme.  The Panel will then be formalised, drawing up terms of reference and agreeing a schedule of meetings.  The Panel will be in place to:

· Scrutinise the performance of the Scheme over time

· ‘Quality-check’ service action plans and monitor progress across our services  

· Make recommendations to the Council’s Board & Corporate Management Team to improve the Scheme 

· Evaluate the difference the Scheme is making to disabled people’s lives

· Assist the Council in identifying people to involve in the Scheme, at the strategic and service level 

· Assist the Council with some of the specific actions of the scheme

· Assist the Council in putting the Scheme in to action 

The Council’s Board and Corporate Management Team will carefully consider recommendations put forward by the Panel about the progress of the scheme and individual service action plans.  Where shortfalls in progress are identified, these will be addressed and actions for improvement put in place by the Board and Corporate Management Team. 

There will be a cost associated with involving people on the panel.  The Council will ensure that costs incurred from travel, personal carers and other reasonable support requirements are reimbursed.  

5.1.2
Involvement at the service level 
Heads of Service and service managers will ensure that they seek involvement with disabled people about the services that they manage.  The DES panel will monitor the implementation of this across services.  Service managers will be expected to demonstrate the steps they have take to involve disabled people in the following:

· Equality Impact Assessments

· Setting and evaluating Disability Equality Service Action Plans.  

· Significant decisions that will impact upon service provision

When barriers to service provision are identified, plans will be put in place to make improvements.  

Disabled people will become involved at the service level in a number of different ways.  The onus of responsibility to utilise these will be upon the Heads of Service and service managers: 

· By services engaging directly with disabled service users 

· Through local voluntary sector organisations

· Through local access groups and disability fora

· By meaningfully involving disabled people who have expressed an interest to be involved

· By service managers requesting from the DES panel suitable candidates to involve – a list of disabled people willing to engage will be developed by the panel

· Through service user ‘reference groups’ managed by social services 
· Through the council’s equalities forum
Developing a pool of ‘Involvement Advisors’

To assist this process, the Council in conjunction with the DES panel will develop a pool of ‘Involvement Advisors’.  These will be disabled people who are willing to periodically assist with service action plans.  They will be able to:

· Demonstrate an understanding of disability equality from a strategic ‘social model perspective’ 

· Apply that to the context and parameters the Council works within

· Work with service managers to develop an action plan for improvement

· Form good working relationships with council managers and staff, challenging but understanding what are reasonable and realistic expectations for improvement

This will require training and mentoring for some candidates.  This will be supplied to the people who are willing to be members of the pool.  Reasonable costs incurred by an advisor being called upon will be reimbursed by service managers.  The DES panel will consider the most effective approach for recruiting people to this role.  

5.1.3
Widening the Involvement in the scheme 

It is important that we engage more disabled people in the development of the scheme.  This will done as follows: 

Local disability fora's

Disabled people’s fora are a valuable resource for gathering disabled people’s views.  They also bring disabled people together to discuss issues and problems providing an invaluable support mechanism within the local community.  The southern part of Powys has an effective fora in place – the Brecknock Access Group, but nothing concrete for the north (Montgomeryshire) and the middle (Radnorshire) of Powys.  

The Council will work with Disability Powys and Brecknock Access group to develop the fora’s in the middle and north of the county.   Links will be formed ensuring that they become effectively involved with the scheme, both at the strategic and service level.  

Engaging Voluntary Sector Organisations

There are a number of organisations that represent disabled people.  These organisations have a raft of valuable information and experience that will benefit the scheme. The Council will connect with these organisations as part of the scheme to ensure that their organisation, and the people that they represent become better involved in the process.  

Internet based involvement 

The Council will explore creating an internet based involvement mechanism.  This will enable people who don’t want to attend a disability fora, or attend public meetings to have an ongoing input in to the scheme.  It could also be a place for services to involve disabled people in their equality impact assessments and service action plans.

Forming an ‘Involvement contacts list’ 

The involvement process will be strengthened by forming a list of people who are willing to be involved in the process.  We found it difficult to know who to contact when conducting our involvement events, so a readily available contact list of people who would like to be involved, would be valuable resource to the process.  

This list will be drawn up using contacts who have already engaged in the process and mailing people held on our social services database.  This will help to identify who would like to be engaged, in what format and the services in which they have a particular interest.  The list will he held and managed by the Corporate Policy Unit.    

5.1.4
Involvement  in the Council’s key decision making 

An equalities member/officer task group is in the process of being put together that will ensure that the Corporate Equalities Strategy and other equalities schemes for the Council are adequately progressed.  The Council will look to involve relevant disabled people in that task group to ensure disability equality is meaningfully progressed. 

5.2
Equality Impact Assessments 

Equality Impact Assessments determine the effects of a service, policy, decision or plan and whether it could adversely affect any group of people.  They are essentially an evidenced-based risk assessment of how services or polices are designed in relation to equalities issues.

Equality Impact Assessments will be carried out on all relevant new polices, procedures and plans, and on all new services to be created to ensure that equality of opportunity for disabled people is carefully taken into account.

The Council is also currently in a rolling 3-year programme (that commenced in June 2005) of retrospectively assessing all key policies and services that are already in place.  Disability issues are considered alongside Race, Gender and Welsh speaking, and the more important assessments will require the involvement of disabled people.  The Disability Equality Scheme Panel will review this timetable to determine whether any amendments may be required to the timetable and where disabled people can get involved.

Equality Impact Assessments within services will need to demonstrate through the involvement of disabled people:  

1. Whether disabled people are happy with the service provided e.g. through satisfaction surveys, focus groups

2. Barriers disabled people face within that service and the steps required to remove them

3. Where improvements need to be made set out in a clear action plan with dates 

4. The impact of existing and proposed policies

5. The Revision of the Service Action Plan as necessary, based on the outcome of assessments

6. How disabled people’s views have influenced the decisions made 

The Disability Equality Scheme Panel will be regularly consulted on the assessment programme and informed of the results of important assessments completed.  This will act as a ‘quality check’ to ensure that assessments are adequately completed.  The Panel will also help to identify where disabled people should be involved in the programme and assist with identifying suitable candidates.

A summary of the results of the Equality Impact Assessments, Action Plans, and consultation exercises will be reported as part of the annual review of the Disability Equality Scheme. 

Publishing Results of Assessment, Involvement & Monitoring

Once Equality Impact Assessments have been completed, service managers will publish the results.   Most assessments will be published on the Council’s website at www.powys.gov.uk.  Some more important assessments may be communicated through the press and local media or distributed with material periodically sent out by services.  

Monitoring

Completing an Equality Impact Assessment will be just the start of the process.  Services will continually monitor through the systems set-up in their initial assessment processes, and complete an assessment every 3 years to ensure adverse impacts do not develop. 

Using the Information Gathered

The information that is gathered from Equality Impact Assessments and ongoing monitoring will be used to inform the business planning process and decisions about future service provision.  It will be more than an information gathering exercise.  Where problems, barriers, issues are identified in assessments, these will be recorded in to a report and action plan, detailing the timescales and resources required for improvement.  The information gathered will also be retained to inform future consultation and involvement exercises.  

5.3
Consultation Guidelines  

Providing disabled people with a convenient and suitable way to contribute to Council consultation exercises is paramount and we are keen to improve upon this.  Consultation guidelines have been produced to assist managers and employees who are planning a consultation exercise to help maximise feedback.  These guidelines will be reviewed in light of the Disability Equality Scheme to ensure that disabled people can be involved within consultation exercises.

5.4
Monitoring Comments and Complaints

Monitoring complaints is a key method of gathering important information to determine where we can make improvements to disability equality.  Members of the public who feel that they have experienced disability discrimination in the way the Council has treated them, may make a complaint through the Corporate Complaints Procedure.  Complaints identified as being related to disability discrimination will be dealt with by relevant service managers and considered in their annual disability equality service action plans. 

Complaints relating to disability discrimination will be taken seriously, as the Council will not tolerate any form of discriminatory behaviour should it occur within our service provision or employment.  All disability discrimination complaints will be forwarded to the Corporate Policy Unit and if necessary, considered by the Disability Equality Scheme Panel.      

6.0
Measuring, Evaluating & Reporting Progress

6.1
Scheme Responsibility
The County Council has overall responsibility for the Disability Equality Scheme  

The Chief Executive, Executive Directors and Heads of Service are responsible for ensuring that the Scheme is put into action across the authority, and that corporate decisions made promote disability equality and the priorities and objectives of this Scheme.

Heads of Service are responsible for ensuring the Scheme is implemented within the services that they manage.  

The Members (Councilors) and all other employees of the County Council have a responsibility to help ensure we mainstream disability equality into the way that the Council operates. 
The following arrangements describe how we will co-ordinate the work involved in putting the Scheme in to practice:

The Executive Director with equalities as a high level corporate task will ensure that the Scheme is corporately driven across the organisation, communicating the Schemes purpose and importance, and ensuring objectives and action plans are progressed forward by services.  They will also ensure that the promotion of disability equality is meshed in to the strategic planning and decision-making of the organisation.  

The Board Member who is the portfolio holder for equalities will be responsible for ensuring this Scheme is effectively progressed, and that the decisions made at the board promote disability equality and the priorities and objectives of the Disability Equality Scheme.

The Corporate Management Team consisting of the Executive Directors and all Heads of Service will drive forward the Corporate Action Plan of the Scheme across all services.  

The Heads of service will annually produce and then implement a Disability Equality Service Action Plan that reflects the Corporate Action plan of the scheme and involving disabled people in the process 

The Business & Performance Unit Heads will support the implementation of the Disability Equality Scheme across the services that they performance manage.  This includes:

· Communicating the Schemes priorities, objectives and importance
· Ensuring meaningful action plans are formulated that have involved disabled people in the process, and evaluating progress against set timescales 
· Ensuring Equality Impact Assessments are adequately completed across all services
· Coordinating appropriate Disability Equality training for staff across services     
The Head of Policy & Performance Management will have responsibility for monitoring the Scheme’s implementation across our service provision and will regularly advise the Executive and Corporate Management Team on the progress of the Scheme.    This will include monitoring individual service action plans and reporting progress.   

The Corporate Equalities Working Group supports work on Equalities across our services.  It is made up of senior officers and the Business Support Unit Heads from our three service areas - People Services, Organisation & Governance and Policy, Regeneration & Environment.  The members of this group will be responsible for driving forward and monitoring work on the Scheme and also assisting Heads of Service/service managers with the tools required to draw up and implement their Service Action Plans.

6.2
Annual Reporting 

The Scheme’s progress will be reported on an annual basis.  This will include:

· A progress report of the Corporate Action Plan

· A progress report of individual Service Action Plans

· A summary of the results of Equality Impact Assessments with any planned significant changes to service provision

· A summary of Access Audits completed  

6.3
Publishing the Scheme


The Scheme will be published on the Council’s website by Dec 4th 2006.  A hard copy will also be published and distributed to the people that attended the Involvement Events, disabled groups within Powys and our partner organisations in early 2007.  We will also supply a copy of the Scheme to anyone else who requests it, and in the format that they prefer i.e. large print, audio tape or Braille.  

We will also raise the profile of the Scheme within the local and disabled people’s media.   

7.0
Corporate Action Plan

The Corporate Action Plan details the actions that will be taken to ensure that the priorities of the Scheme are implemented.  The Corporate Action Plan also details what will be required within individual service action plans that Heads of Service/service managers will complete over time.  The individual service action plans will provide detail on what will actually be done within our services and should include targets for improvement. 

Colour Code:

Yellow 
– Corporate/HR Action

Green 
– Head of Service Action

Blue 

– Specific Service Action

	Corporate Action Plan 2006-2009

Implementing the Scheme

	Action


	Outcome


	Responsibility
	Timescale
	Necessary Resources

	1. All services to draw up individual Service Action Plans with targets for improvement & involving disabled people in the process 


	- Ensure Disability Equality Scheme is implemented across every service

- Ensure aims and objectives of Scheme are implemented 
	- Heads of Service

- Business & Performance Unit Heads
	Annually in Sept/Oct as part of annual business planning cycle.  
	2 day officer time per service

	2. Produce a portfolio of barriers to disabled people accessing Council services/employment and distribute across all services  


	Determine where specific barriers exist 
	Corporate Policy Officer (Equalities)

- Head of Policy & Performance

- DES Panel
	- Initial Portfolio produced by Oct 2006 

- Updated annually 
	2 days initial officer time, ongoing thereafter

	3. Review Access Policy


	Ensure policy is up-to-date with any gaps removed
	- DES Panel

- Corporate Policy
	Policy to be reviewed by Dec 08
	15 days officer time

	4. Identify Corporate Improvement Plan objectives that require disaggregating 
	Ensure improvement drive of authority is done with disability equality
	- DES Panel 

- Corporate Policy & Performance Unit 
	Identification completed by Feb 2007
	3 days officer time

	5. Service managers to provide Corporate Improvement Plan targets that are disaggregated in terms of equalities 


	Ensure improvement drive of authority is done with disability equality
	- Relevant service managers
	Targets disaggregated by Dec 2009
	2 days relevant performance officer time

	6. Revise Consultation Guidelines to reflect Disability Equality Schemes & involve disabled people in the process
	Ensure that disability equality is considered within all consultation exercises.  
	Corporate Consultation Officer
	Guidelines Amended by Dec 2007
	- 5 days Officer

Time

	7. Review Strategy for People with Physical Disabilities


	Ensure work of the strategy is coordinated with this scheme
	- Corporate Policy Officer (Equalities)

- Policy Manager Social Services
	- Strategy reviewed by Dec 2008
	2 days Corporate Policy Time

	8. Review EIA timetable 


	Ensure disability equality is carefully considered within timetable
	DES Panel
	EIA timetable reviewed by Dec 2006.
	2 days Corporate Policy Time

	Priority 1 – Improving Attitudes & Culture

	9. All services to prepare a disability equality training needs analysis and set programme for improvement within 3 years 
	- Clarify skills gaps for staff to plan appropriate training 
	- Head of HR

- Heads of Service
	- Training needs analysis complete by Oct 2007
	2 days officer time per service

	10. All elected Members & key council officers to receive appropriate Disability Equality Training 
	- Improve the service that disabled people receive 

- Improve the organisational culture and attitudes
	- Head of Human Resources

- Heads of Service

- Council’s Board
	- All Members & key council staff trained by Dec 2009
	- 3 days training members/senior managers

- 1 days training front line staff 

	11. Staff to receive Disability Equality Training through induction programme


	- Improve the service that disabled people receive 

- Improve organisational culture
	Head of HR
	In place by Dec 2007
	1 days training

	12. Produce and rollout (in partnership with other agencies) a ‘Positive Images’ project 


	Promote positive attitudes towards disabled people in workplace and community
	Head of Policy & Performance
	By Dec 2009
	20 days officer time 



	13. Promote Disability Equality Scheme requirements across schools in Powys


	Promote disability equality & raise awareness of the scheme
	- Head of schools
	- Promotion complete by Dec 2007
	10 days officer time

	14. Develop a disability ‘rights’ based information leaflet/ newsletter for the wider community within 3 years


	Reduce discrimination towards disabled people and promote rights to disabled people
	- Corporate Policy Officer (Equalities)

- Equalities & Diversity Officer (HR)
	Produced and distributed by Dec 2009
	- 10 days officer time

- £2000 publication costs

	Priority 2 – Improving Access

	15. Services to embed system of providing information in accessible formats on request and promoting in relevant ‘disabled media’ its availability 
	- Improve disabled people’s equality of opportunity

- Encourage more disabled people to use our services 
	- Heads of Service

- Business & Performance Unit Heads
	- Process to be embedded by Dec 2008
	2 days initial set-up, ongoing monitoring thereafter

	16. All services to Equality Impact Assess (EIA) their service & relevant policies & plans & embed process of assessing all new policies & plans


	- Remove barriers within service provision

- Promote equality of opportunity 
	- Heads of Service

- Business & Performance Unit Heads
	- EIA Assessments completed by Dec 2009

- Embed process of assessing new policies by Dec 2007
	Variable 2 -10 days officer time per EIA (depending on available data)

	17. All services to undertake Disabled Service Access Audit with action plans for improvement [Integrated within EIA process where feasible]
	- Remove barriers within service provision

- Promote equality of opportunity
	- Heads of service 

- Business & Performance Unit Heads
	All audits completed by Dec 2009


	3-5 days officer time (completed as part of EIA in most cases)

	18. To embed process of requiring Access Statements within Planning & Licensing applications & monitor the process  


	- Improve equality of opportunity in service provision

- Eliminate discrimination in service provision
	- DES Panel

- Relevant Heads of Service 


	Access statements requirements meshed in to process & monitored by Dec 2008
	5 days initial officer time, ongoing monitoring thereafter

	Priority 3 – Improving Communications

	19. Explore the feasibility for developing a database of disabled people in Powys & their requirements for accessing services & employment


	- Inform services of disabled people’s requirements  

- Remove barriers to disabled people
	Business & Performance Unit Head - People Services
	Database feasibility explored by Dec 2008
	5 days initial officer time

	20. Hold a Launch for the Disability Equality Scheme


	Raise the profile and promote the value of the Scheme and importance of Disability Equality 
	-Head of Policy & Performance

-Corporate Policy Officer (Equalities)
	By July 2007
	- 5 days officer time

- £1500

	21. Facilitate a DES Review Panel that includes people with strategic understanding of disability issues


	- Ensure accountability with disabled people on progress of the Scheme

- Ensure detail of Scheme is progressed effectively
	- Head of Policy & Performance

- Corporate Policy Officer (Equalities)
	Panel set up and regularly meeting by March 2007
	10 hours officer time bi-monthly

	22. Ensure that where appropriate, relevant PCC officers attend disabled group meetings, to improve understanding of disabled issues


	 - Improve the most relevant officers understanding of disabled people’s issues
	- DES Panel to recommend appropriate officers

- Relevant head of service to action
	Officers to attend meetings where appropriate by Dec 2007.
	3 officer hours every quarter 

	 Priority 4 – Increasing Involvement & Participation

	23. Develop three Disability Fora’s in the North/Mid/South of Powys (southern for a already in place)
	- Provide platform for disabled people to communicate issues 

- Encourage participation of disabled people in public life 
	- DES Panel

- Corporate Policy Unit


	Fora’s in place by Dec 2007
	Subject to negotiations with Disability Powys

	24. Create an Involvement Contacts List


	Enable disabled people (staff & service users) to become involved in the development of the scheme
	- Corporate Policy Unit
	Initial List created by Dec 2007
	- 5 days initial officer time

- £2500 mail out costs

	25. Set up Disability Equality Scheme ‘bulletin board’ on internet


	Enable disabled people to become involved in development of the scheme
	- Corporate Policy Unit
	Forum set-up by Dec 2007
	3 days initial officer time

	26. Develop a pool of ‘involvement advisors’


	Enable disabled people (staff & service users) to become involved in the development of the scheme
	- Corporate Policy Unit
	Initial Pool formed by Dec 2007.
	5 days initial officer time

	27. All relevant services to be engaged with disabled people in the annual business planning of their service 


	- Promote equality of opportunity in important service provision

- Take account of disabled persons disabilities in service provision
	- DES Panel

- Relevant Heads of Service 
	- Relevant services identified by June 2007

- Process embedded by Dec 2009
	3 days initial officer time 

	28. Develop an ‘involvement toolkit’ for service managers to encourage participation and involvement of disabled people in service provision 


	- Encourage participation by disabled people in shaping service provision

- Promote equality of opportunity
	- Corporate Policy Officer (Equalities)

- Corporate Consultation Officer
	Toolkit produced and in place by Dec 2008
	5 days officer time



	29. Develop partnerships with the voluntary sector and disability groups to engage more disabled people in the involvement process 

  
	- Encourage participation by disabled people in shaping service provision

- Promote equality of opportunity
	- DES Panel


	Better links to be formed by Dec 2008
	Ongoing

	Priority 5 – Improving Employment Opportunities & Practice

	30. Increase the % of employees with a disability employed by the Council by 2009. 


	- Encourage participation by disabled people in public life

- Promote equality of opportunity
	- Heads of Service

- Head of HR

- Equalities & Diversity Officer (HR)
	- positive % increase achieved by Dec 2009


	Ongoing 

	31. Increase job advertisements placed in disabled people’s media e.g. Powys Talking Newspaper 


	- Encourage participation by disabled people in public life

- Promote equality of opportunity
	- Heads of Service 

- Head of HR

- Equalities & Diversity Officer 
	- Heads of Service provide annual % job adverts placed in disabled media by Dec 2008 
	Ongoing 

	32. Calculate average retention levels of disabled staff within each service within 3 years
	- Promote equality of opportunity

- Eliminate discrimination & harassment of disabled people in the workplace
	- Heads of Service

- Business & Performance Unit Heads

- Head of HR
	- Average Retention levels to be calculated by each service by Dec 2009
	2 days officer time per service

	33. Publish analysis of information on effect of policies and practices on disabled people in particular on:

· Recruitment/retention and development (promotion & training) of disabled employees

· Number of job shadowing applications received and provided

· number of disabled applicants 

· number of disabled employees in post & their level 

· number of disabled people who leave Council

· disabled people who benefit or suffer detriment as a result of their appraisal 

· disabled people involved in grievance procedures

· disabled people who are subject to disciplinary procedures
	Information gathered & analysed

Results published on internet under equalities & diversity

Information reviewed every 6 months

Targets developed in conjunction with Workforce Development Plan and Services Plan
	Head of Human Resources 
	Reported Annually, first report to be completed by Dec 2007. 


	5 days Officer time 

	34. Review recruitment & selection procedures involving disabled people to remove barriers within 2 years.  E.g. colour contrast on application forms, improved monitoring of applicants, additional disability equality training for managers


	- Promote equality of opportunity in recruitment

- Eliminate discrimination within recruitment 
	- Head of HR

- Equalities & Diversity Officer (HR)

- Heads of Service
	- Implement new form/guidance by Dec 2006
- Recruitment procedures reviewed by every service by Dec 09
	3-5 days per service

	35. Develop and utilise effective disabled workers forum within 1 year


	- Eliminate discrimination & harassment in the workplace

-Promote equality of opportunity in workplace
	- Equalities & Diversity Officer (HR)
	- Forum to be up and running by Dec 2007
	5 days initial officer time

	36. Review employment policies to ensure disabled staff are supported in employment 


	- Eliminate discrimination & harassment in the workplace

-Promote equality of opportunity in workplace
	- Equalities & Diversity Officer (HR)
	- Review of all employment policies involving disabled people by Dec 2009
	15 days officer time

	37. Toolkit to be produced to enable service managers to review support requirements for disabled staff 


	- Promote equality of opportunity in workplace

- Take account of disabled people’s needs in workplace
	- Equalities & Diversity Officer (HR)
	Toolkit produced by Dec 2007
	5 days officer time

	38. Set up monitoring system to determine disabled employees support requirements, including types of support requested, provisions made and improvements required 
	Monitoring system to be established through Trent system
	Head of Human Resources
	By summer 2007
	10 days initial officer set-up time

	39. Review harassment policy to include service provision issues


	- Eliminate harassment of disabled people within our service provision
	Equalities & Diversity Officer (HR)
	Policy to reviewed and revised by Dec 2007
	5 days officer time

	40. Review and improve the working environment, career development & work experience opportunities for disabled people


	- Improve equality of opportunity within the workplace
	- Heads of Service

- Each Service Manager

-Equalities & Diversity Officer (HR)
	-Checklist prepared by HR by April 2007

-Heads of Service/ Service managers to review process in liaison with HR by Dec 2008.
	- 3 days 

checklist preparation

- 3 days officer time per service



	41. Liaise with local disability organisations to arrange for work experience opportunities for disabled people


	- Encourage participation by disabled people in public life

- Create potential career opportunities for disabled people in Powys.
	Equalities & Diversity Officer (HR)
	Discussions to have taken place and relevant organisations approached by Dec 2007.
	Ongoing

	42. Promote responsible employment through the Equals project across our service provision within 2 years.


	- Promote Disability Equality

- Encourage disabled people into employment positions with Council
	Head of Human Resources
	Reasonable steps taken to embed the Equals Project across our services by Dec 08 
	Ongoing

	Priority 6 – Make specific improvements to our service provision

	43. Housing to prepare a detailed report on adapted housing in Powys for the DES panel within 12 months 
	- Promote disability equality

- Take steps to take account of disabled people in housing
	- Head of Housing
	- Report prepared & submitted to DES panel by Dec 2007
	5 days officer time

	44. Housing to investigate how the shortfall of adapted housing can be addressed within 12 months
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Head of Housing
	- Action plan for improvement prepared by Dec 2007
	10 days officer time

	45. Corporate Property to provide a full report to the DES panel on the accessibility of council premises within 12 months
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Corporate Property 
	- Report presented to the DES panel by Dec 2007
	5 days officer time

	46. Public protection to investigate the opportunities for enabling disabled groups to monitor license applications & participate in decision making process within 12 months
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Head of Public Protection

- Head of Legal
	- System for involving disabled people explored by March 2008
	5 days initial officer time

	47. Customer services to create meaningful mechanism for involving disabled people in planning new customer service centres (this should be a priority)
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Head of Customer Services
	- Meaningful mechanism in place by April 2007 
	3 days initial officer time

	48. Embed provision for advocacy support in new customer service centres to support mentally disabled people accessing our services
	- Promote disability equality

- Encourage disabled people to participate in public life

- Remove barriers from service provision
	- Head of Customer Services
	- Reasonable steps taken to embed provision by Dec 2007.
	3 days initial officer time

	49. Lifelong learning to investigate barriers to accessing learning raised at involvement events and produce action plan for improvement within 12 months
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Head of Lifelong learning
	- Improvement Action plan produced by Dec 2007
	5 days initial officer time

	50. Research to be commissioned on poverty for disabled people living in Powys
	- Promote disability equality
	- Head of Policy & Performance 
	- Research completed Dec 09.
	25 days officer time

	51. Refuse collection to put forward proposals for better options for refuse collection for disabled people and their participation in recycling schemes within 12 months
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Refuse Collection
	- Proposals put forward by Dec 2007
	- 5 days officer time

- Budget requirements for changes required

	52. Clear footways policy to be adopted by the Council by April 2007.  Enforcement procedures progressed in conjunction with the Police by Dec 2007
	- Promote disability equality

- Take steps to take account of disabled persons’ disabilities
	- Head of Legal

- Head of Highways
	- Policy in place by April 2007. 

- Enforcement possibilities explored with Police by April 2008. 
	5 days initial officer time

	53. Transport services to work in partnership with disabled people to address transport issues raised at the involvement events, particularly: lack of accessible transport, disabled parking issues & taxi licensing within 3 years
	- To promote Disability Equality in transport
	- Head of Transport Services
	- Issues investigated and action plan for improvement prepared by Dec 2007
	5 days initial officer time


Appendices

Appendix A - The Meaning of Disability
[Extracted from the Duty to Promote Disability Equality Statutory Code of Practice]

This Appendix is included to aid understanding about who is covered by the Act. A Government publication ‘Guidance on matters to be taken into account in determining questions relating to the definition of disability’ is also available from The Stationery Office. 

When is a person disabled? 

A person has a disability if he or she has a physical or mental impairment, which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities. 

What about people who have recovered from a disability? 

People who have had a disability within the definition are protected from discrimination even if they have since recovered. 

What does ‘impairment’ cover? 

It covers physical or mental impairments; this includes sensory impairments, such as those affecting sight or hearing. 

Are all mental impairments covered? 

The term ‘mental impairment’ is intended to cover a wide range of impairments relating to mental functioning, including what are often known as learning disabilities. 

What is a ‘substantial’ adverse effect? 

A substantial adverse effect is something which is more than a minor or trivial effect. The requirement that an effect must be substantial reflects the general understanding of disability as a limitation going beyond the normal differences in ability which might exist among people. 

What is a ‘long-term’ effect? 

A long-term effect of an impairment is one: 

which has lasted at least 12 months, or 

where the total period for which it lasts is likely to be at least 12 months, or 

which is likely to last for the rest of the life of the person affected. 

Effects which are not long-term would therefore include loss of mobility due to a broken limb which is likely to heal within 12 months and the effects of temporary infections, from which a person would be likely to recover within 12 months. 

What if the effects come and go over a period of time? 

If an impairment has had a substantial adverse effect on normal day-to-day activities but that effect ceases, the substantial effect is treated as continuing if it is likely to recur; that is if it is more probable than not that the effect will recur. 

What are ‘normal day-to-day activities’? 

They are activities which are carried out by most people on a fairly regular and frequent basis. The term is not intended to include activities which are normal only for a particular person or group of people, such as playing a musical instrument, or a sport, to a professional standard or performing a skilled or specialised task at work. However, someone who is affected in such a specialised way but is also affected in normal day-to-day activities would be covered by this part of the definition. The test of whether an impairment affects normal day-to-day activities is whether it affects one of the broad categories of capacity listed in Schedule 1 to the Act. They are: 

mobility 

manual dexterity 

physical co-ordination 

continence 

ability to lift, carry or otherwise move everyday objects 

speech, hearing or eyesight 

memory or ability to concentrate, learn or understand, or 

perception of the risk of physical danger. 

What about treatment? 

Someone with an impairment may be receiving medical or other treatment which alleviates or removes the effects (though not the impairment). In such cases, the treatment is ignored and the impairment is taken to have the effect it would have had without such treatment. This does not apply if substantial adverse effects are not likely to recur even if the treatment stops (i.e. the impairment has been cured). 

Does this include people who wear spectacles? 

No. The sole exception to the rule about ignoring the effects of treatment is the wearing of spectacles or contact lenses. In this case, the effect while the person is wearing spectacles or contact lenses should be considered. 

Are people who have disfigurements covered? 

People with severe disfigurements are covered by the Act. They do not need to demonstrate that the impairment has a substantial adverse effect on their ability to carry out normal day-to-day activities. 

Are there any other people who are automatically treated as disabled under the Act? 

Anyone who has HIV infection, cancer or multiple sclerosis is automatically treated as disabled under the Act. In addition, people who are registered as blind or partially sighted, or who are certified as being blind or partially sighted by a consultant ophthalmologist are automatically treated under the Act as being disabled. People who are not registered or certified as blind or partially sighted will be covered by the Act if they can establish that they meet the Act’s definition of disability. 

What about people who know their condition is going to get worse over time? 

Progressive conditions are conditions which are likely to change and develop over time. Where a person has a progressive condition he will be covered by the Act from the moment the condition leads to an impairment which has some effect on the ability to carry out normal day-to-day activities, even though not a substantial effect, if that impairment is likely eventually to have a substantial adverse effect on such ability. 

Are people with genetic conditions covered? 

If a genetic condition has no effect on the ability to carry out normal day-to-day activities, the person is not covered. Diagnosis does not in itself bring someone within the definition. If the condition is progressive, then the rule about progressive conditions applies. 

Are any conditions specifically excluded from the coverage of the Act? 

Yes. Certain conditions are to be regarded as not amounting to impairments for the purposes of the Act. These are: 

addiction to or dependency on alcohol, nicotine, or any other substance (other than as a result of the substance being medically prescribed) 

seasonal allergic rhinitis (e.g. hayfever), except where it aggravates the effect of another condition 

tendency to set fires 

tendency to steal 

tendency to physical or sexual abuse of other persons 

exhibitionism 

voyeurism. 

Also, disfigurements which consist of a tattoo (which has not been removed), non-medical body piercing, or something attached through such piercing, are to be treated as not having a substantial adverse effect on the person’s ability to carry out normal day-to-day activities. 
Appendix B – The Statutory Duties

The Disability Discrimination (Public Authorities)(Statutory Duties) Regulations 2005 SI No. 2966

STATUTORY INSTRUMENTS

2005 No. 2966

DISABLED PERSONS

The Disability Discrimination (Public Authorities)(Statutory Duties) Regulations 2005

Made




21st October 2005

Laid before Parliament
25th October 2005

Coming into force
-   5th December 2005

The Secretary of State for Work and Pensions, in exercise of the powers conferred upon him by sections 49D(1) and (2) and 67(2) and (3) of the Disability Discrimination Act 1995(1), after consultation with the National Assembly for Wales and with the consent of the Assembly, after consultation with the Scottish Ministers and with the Disability Rights Commission(2), makes the following regulations:

Citation, commencement and interpretation

 —  LISTNUM "seq1"  These Regulations may be cited as the Disability Discrimination (Public Authorities) (Statutory Duties) Regulations 2005 and shall come into force on 5 December 2005.

In these Regulations —

“section 49A(1) duty”, in relation to a public authority, means its duty under section 49A(1) of the Disability Discrimination Act 1995; and

“school” means a school maintained by a local education authority.

Preparation and publication of a Disability Equality Scheme

 —  LISTNUM "seq1"  A public authority listed in Schedule 1 shall, on or before the relevant publication date, publish a Disability Equality Scheme (“Scheme”), that is, a Scheme showing how it intends to fulfil its section 49A(1) duty and its duties under these Regulations.

Such an authority shall involve in the development of the Scheme disabled people who appear to that authority to have an interest in the way it carries out its functions.

A Scheme shall include a statement of —

the ways in which such disabled people have been involved in its development;

that authority’s methods for assessing the impact of its policies and practices, or the likely impact of its proposed policies and practices, on equality for disabled persons;

the steps which that authority proposes to take towards the fulfilment of its section 49A(1) duty;

that authority’s arrangements for gathering information on the effect of its policies and practices on disabled persons and in particular its arrangements for gathering information on —

their effect on the recruitment, development and retention of its disabled employees,

their effect, in the case of an authority specified in Part II, III or IV of Schedule 1, on the educational opportunities available to, and on the achievements of, disabled pupils and students, and

the extent to which, in the case of an authority specified in Part I of Schedule 1, the services it provides and those other functions it performs take account of the needs of disabled persons; and

that authority’s arrangements for making use of such information to assist it in the performance of its section 49A(1) duty and, in particular, its arrangements for —

reviewing on a regular basis the effectiveness of the steps referred to in sub-paragraph (c), and

preparing subsequent Schemes.

Such an authority shall review its Scheme and publish a revised Scheme —

not later than the end of the period of three years beginning with the date of publication of its first Scheme; and
subsequently at intervals of not more than three years beginning with the date of publication of the last revision of the Scheme.
Such an authority may comply with the duty to publish under paragraph (1) or (4) by setting out its Scheme as part of another published document or within a number of other published documents.

In this regulation,  “the relevant publication date” means —

in the case of a public authority listed in Part I or II of Schedule 1, 4th December 2006;

in the case of a public authority listed in Part III of Schedule 1, 3rd December 2007;

in the case of a public authority listed in Part IV of Schedule 1, 1st April 2007.

Implementation of the Disability Equality Scheme

 —  LISTNUM "seq1"  A public authority listed in Schedule 1 shall within the period of three years beginning with the date when a Scheme prepared for the purposes of regulation 2 is published —

take the steps which it has been required to set out in the Scheme by virtue of regulation 2(3)(c); and

put into effect its arrangements, which it has been required to set out in the Scheme by virtue of regulations 2(3)(d) and (e), for —

gathering information, and

making use of such information.

Nothing in this regulation imposes any duty on an authority where, in all the circumstances, it would be unreasonable or impracticable for it to perform the duty.

Annual reporting

 — (1) A public authority listed in Schedule 1 shall publish a report —

not later than the end of the period of one year beginning with the date of publication of its first Scheme; and
subsequently at intervals of not more than one year beginning with the date of publication of the last report.
The report shall contain a summary of —

the steps the authority has taken for the purposes of regulation 3(1)(a);

the results of the information-gathering it has carried out for the purposes of regulation 3(1)(b)(i); and

the use it has made of such information it has gathered for the purposes of regulation 3(1)(b)(ii).

 Such an authority may comply with the duty to publish under paragraph (1) by setting out its report within another published document.

Duty on public authorities listed in Schedule 2

 —  LISTNUM "seq1"  A reporting authority shall, in respect of its policy sector, publish a report —

not later than 1st December 2008; and

subsequently not later than the end of each successive period of three years beginning with 1st December 2008.


The report shall —

give an overview of progress towards equality of opportunity between disabled persons and other persons made by public authorities operating in the policy sector; and

set out the reporting authority’s proposals for the coordination of action by public authorities operating in that sector so as to bring about further progress towards equality of opportunity between disabled persons and other persons.

In paragraph (1) —

“reporting authority” means a person specified in Schedule 2;

“policy sector” means the sector of public activity in which the reporting authority carries out public functions.

Signed by the authority of the Secretary of State for Work and Pensions.
Anne C McGuire


Parliamentary Under-Secretary of State

Department for Work and Pensions
21st October 2005
Appendix C – The Social Model of Disability

Models of Disability 
Disabling World

The problem in the traditional (Medical, Individual or Charity) Models of Disability is that the disabled person themselves (therefore they need to be changed to help them fit in), for example, from the medical model perspective, people might make statements such as “she’s too short to reach the light switch”, “he can’t take part in the meeting because he can’t hear” or “she can’t use public transport”. The obsession with finding medially based cures distracts us from looking at causes of exclusion and disablement.

Enabling World

The Social Model identifies the central problem as being the disabling world. Using the Social Model, the above statement would be turned around to “the light switches are too high”, there were no sign language interpreters provided (or no induction loop), which prevented him from taking part in the meeting” or “public transport is inaccessible”.

MEDICAL MODEL of DISABILITY

In today’s society we often consider disability to be a tragedy for the individuals and a burden for their family’s and  society. This is always based on the Individual or Medical approach towards disability. The Individual or Medical Model always focuses on the lack of physical, sensory or mental functioning, and uses a clinical way of describing an individual’s disability. 

There are certain ‘norms’ in development and in functioning against which the person is judged. This model leads to a dehumanisng view, where only the nature and severity of the impairment is important, together with the extent to which the difference can be put right or minimized. It defines and categorises disabled people by their impairment, and it casts the individual as the victim. Many disabled people have fully rejected the Medical Model of Disability. Many disabled say that it leads to low self-esteem, undeveloped life skills, poor education and consequently very high unemployment levels. It has also resulted in the segregation of disabled people, thus breaking natural relationships with their families, communities and society as a whole. Since the Medical or Individual approach results in emotions such as fear of pity, society has traditionally not recognised fully that disabled people’s needs as “rights”. Where disabled peoples needs have been met, it has often been through charitable giving – reinforcing the idea of disabled people as passive recipients.

SOCIAL MODEL of DISABILITY

Disabled people today have arrived at a different model to help and understand the situation. The Disability Movement are challenging people to give up the idea that disability is a medical problem requiring “TREATMENT”, but to understand instead that disability is a problem of exclusion from ordinary life. This is what is known as the ‘Social Model of Disability, requiring a change in society’s values and practices in order to remove the barriers to participation that results in discrimination against disabled people. It is clear that this is possible and does happen, e.g. changing steps into ramps, providing information in Braille and other formats, valuing different learning styles. The Social Model does not deny the existence of impairments that may affect disabled people’s daily lives, but it shifts the emphasis onto the real barriers which affect participation.

The Social Model of Disability demonstrates that removing barriers for disabled people benefits everyone. This happens for example, by making the built environment more accessible (thus assisting parents with buggies, people with heavy luggage, older people etc); or providing more accessible information (plain, jargon-free language clear typefaces and layouts or other methods of communicating information). This assists a wide variety of people.

Some benefits of adopting a ‘Social Model’ approach to understanding disability equality 

The Social Model locates the ‘problem’ outside the disabled person and therefore offers a more positive approach because:

· It doesn’t ‘blame’ the individual or turn them into the problem

· It involves everyone in identifying solutions

· It encourages co-operative problem solving

· It removes barriers for others as well as disabled people, that is, it is an equal opportunities model

· It acknowledges disabled people’s rights to full participation as citizens

Appendix D - The Involvement Events
We decided to hold 3 all-day events in the north, mid, and south of the county, to which we invited disabled people.  We mailed contacts held by Disability Powys that included disability-related organisations in Powys and also a representative sample of 1000 disabled people held on our Social Services database.  A press release was also issued inviting disabled people to attend.

As well as inviting disabled people to the events, we also offered disabled people the option of expressing their views on the Council website, over the phone, or by meeting an officer in person.  We found that there was some take-up of these options.      

Format of the events

The events ensured disabled access requirements were carefully considered and incorporated a brief address from a member of the Council’s Board (with lead responsibility for equalities), a presentation about the Disability Equality Duty by the Council’s Head of Policy & Performance and workshops that ran for the rest of the day.    

Experienced disability workshop facilitators worked through a series of questions, focusing upon the ‘barriers to leading equal lives’, how the Council could make improvements, and what an ‘ideal service’ would look like.  The questions also attempted to ‘draw-out’ what should be the main priorities for our Scheme.  The questions were drafted with the assistance of Disability Powys and the Corporate Consultation Officer.  Feedback was recorded onto flipcharts and typed up after the event.

What came out of the Involvement Events? 

The involvement events highlighted a number of issues that disabled people cited as being the most problematic areas requiring attention.  Comments that were made and recorded onto flipcharts were ‘themed’ or ‘grouped together’.  These themes were then considered by a ‘Disability Equality Scheme Panel’ to determine whether they were a true reflection from the events.  The Panel was put together through Disability Powys and consisted of disabled people with a strategic understanding of Disability Equality, disabled service users and relevant officers from the Council.  The agreed themes are as follows:


· Educating and training people on Disability Equality

Meaningful education and training came through strongly at the events as being a key element to improving Disability Equality.  Disabled people expressed the view that by training and educating people to understand the issues that they faced and how they would like to treated, many of the problems encountered would be significantly reduced.  

· Involvement of disabled people

The involvement of disabled people in how the Council operates came through very strongly.  Disabled people felt that they needed to be more meaningfully involved in Council decision making, policy writing and service provision planning.  It was also identified, that there would be a cost involved in meaningfully doing this, including paying travel expenses and any other costs associated with becoming more involved.  
· Promoting positive attitudes

Attitudinal change was felt to be a key area.  It was felt that if the Council changed its culture in relation to disabled people and adopted an attitude of promoting disability in everything that it does, then this would bring about significant change where it is really needed.

· Better communication

Communication was also a strongly cited theme.  Disabled people expressed difficulties with communicating with the Council, and speaking to the person that they needed to quickly.  It was also felt that there needed to a better communication of the services available to disabled people, and communicated through the right media to reach disabled people.   

· Information gathering

Information gathering was expressed as being of importance.  By collecting information about disabled people and what their requirements are, services could be better tailored to meet individual requirements.  There was continued mention of the need for a database of disabled people that live in Powys, and the requirements that they have.

· Empowering disabled groups/individuals
The importance of empowering disabled groups and disabled individuals within the community was also strongly expressed at the events.  It was agreed that meeting together with other disabled people, can bring invaluable benefits to disabled people’s lives.  It can improve confidence, provide support and advocacy with problems, and empower disabled people to achieve more in life.  

The groups that exist should be strengthened and supported to expand, new groups should be encouraged to be set-up, and support should be given to improve communication in and between these groups.  It was expressed that a dedicated officer of the Council is required to enable this capacity-building to take place effectively. 

· Improving access
Access issues were also identified as a key theme to improving disability equality.  Training, attitudinal change and capacity building are all areas that will benefit equality, but unless services and employment are made fully accessible to all disabled people, then inequality will always exist.  Every service within the Council needs to carefully consider where there may be accessibility issues, both within service provision and in employment.

· Better employment opportunities
It was expressed there was a strong need for more disabled people to be employed by the Council, as this is one of the most effective ways to improve disability equality.  It empowers disabled people, but also improves the organisation’s knowledge and understanding of disability issues.  Many disabled people want to work, but are often excluded from the recruitment process or even knowing that jobs have been advertised.  Disabled people also often don’t apply for positions, because they perceive that they won’t be appointed, or that the support requirements that they may require could be considered a burden.

Disability Powys

Disability Powys submitted a written paper as part of the involvement process, emphasising important strategic issues for the Scheme.  The points raised are as follows:

· The Council should robustly address the issue of Disability Equality, and involve as many disabled people as possible in the Disability Equality Scheme.  The motto of the Disabled People’s movement is “nothing about us, without us”.    

· The Scheme should be fully supported and driven from the highest level of the organisation to make it successful.

· One of the most significant universal problems for disabled people is overcoming the poverty that is often associated with being disabled.  Helping disabled people to meaningfully tackle poverty, is a key area for improving disabled people’s lives.  
· Disabled people want to see a radical shift away from the Medical Model of Disability to the Social Model across the whole organisation.  This would mean a shift away from a health, welfare and care issue, to one of rights, inclusion, support and empowerment.

· That disabled people are recognised not only as receivers of services, but also as providers.

· That disabled people are included in all aspects of corporate and community life.

· That disabled people’s needs, are not ‘special needs’.  They have the same needs as the rest of the population, such as access to information, employment, and Council services, they just sometimes need meeting in different ways.

· Disabled people have the same gifts and abilities as non-disabled people.

· Disabled people don’t want to be viewed as a burden or cost to society.  They are not ‘cases’, or ‘caseloads’, they are people who would like to be treated with respect and dignity, just like everybody else.

· Disabled people would like to see a programme of Disability Equality Training undertaken from the highest level (starting with County Councillors) and delivered by suitably qualified ‘Disability Equality’ Trainers.

· Whilst addressing Disability Equality, to consider other equality strands which also impact on disabled people’s lives, such as race, gender, sexuality and faith, etc.

· Disability Equality Training is far more effective than Disability Awareness training (see Appendix F) 
Brecknock Access Group

An active local Access Group submitted a written paper that detailed important issues specific to particular Council services.  These will be raised with the relevant individual service managers by the Corporate Policy Unit, with the expectation that they will be addressed within annual service action plans.

The following notes summarise the issues raised:

[1] Planning & Development Control  Members experience shows that too many loopholes exist in the system.  Access statements should be required on all planning applications – these to be separate from design statements

 [2] Licensing  Adopt as a matter of guiding principle the policy enunciated by the DRC that “those responsible for licensing premises for leisure activities such as entertainment should have regard to the accessibility of these premises and their ability to facilitate reasonable use of the services by all sections of the community including disabled people” by requiring Access Statements.  

[3] Housing  We need a full & detailed detailed report from the Housing Department on the provision of units adapted for use by disabled people. 

[4] Clear Pavements  The DES should recognise that cluttered pavements – A-frames and goods for sale – are a major hazard for disabled people.  The DES should back the proposals currently being formulated by the member/officer study group with regard to a minimum clear width for all pavements, licensing of street cafés and A-frames with full backing for strict enforcement, both by Council inspectors and in liaison with the police. Stronger joint action with the police is needed also regarding car parking on pavements and across dropped kerbs.

[5]  Social Services  We believe that the issues of free home care and committed support for independent living should be examined by the SS Department. Again, the Panel should be involved in the discussions and drafting of the action plan.

[6]  Refuse Collection  The DES should deal with the current discrimination against the disabled over the disposal of garden refuse and also consider and formulate proposals to deal with the refuse collection from households with disabled people and their involvement in recycling schemes.

[7]  Information  We fully support comments made by others about the lack of information about Council services in large-print or CD/tape for the visually impaired.

[8]  Council Premises and Buildings  The Panel needs a full report from the Property Department on the current position regarding the accessibility of all its properties and its programme/timetable for bringing them up to an acceptable standard – again, with the Panel’s involvement in assessing and commenting on this information.

[9] Training 

More realistic and hands-on disability equality and disability awareness training is required for all levels of Council staff and elected Members.
Appendix E - Partners who will be involved

This list is not exhaustive, but covers the most significant partners to be involved.
· Any disabled person who wants to be involved in developing this Scheme (see contacts on last page to be involved)

· Disability Powys

· Brecknock Access Group 

· Montgomeryshire Access Group

· The Council’s Corporate Equalities Working Group

· The Council’s Board

· The Council’s elected Members Equalities Task Group

· Trade Unions

· Powys Local Health Board

· Dyfed Powys Police

· Brecon Beacons National Park 

· National Council of ELWA 

Voluntary sector & other Organsiations

· Powys Agency for Mental Health

· Rhayader & District PHAB

· The Rank Foundation

· The Stoke Association

· Newtown & District Dial A Ride

· Ceredigion Access

· ASBAH

· Montgomeryshire Community Health Council

· Brecknock Access Group

· Snap Cymru

· Mid & West Wales ME Group

· Broker Cymru

· Radnor Deaf & Hard of Hearing Support Group

· Visual Impairment Breconshire

· Brecon & District Disabled Club

· Age Concern Brecknock

· Care & Repair in Powys

· Disabled Welsh Cricket Association

· DARE Foundation

· Friends of Penmaes School

· British Red Cross – Mid Wales

· Link-Line Magazine

· Play Montgomeryshire

· Newtown Visually Impaired Club

· Brecknock & Radnor Community Health Council

· Brecon Volunteer Bureau

· RNID Cymru

· Ystradgynlais Community Hospital

· Ystradgynlais Volunteer Centre

· Brecknockshire Citizen Advocacy

· Builth Wells Community Support

· National Autistic Society, North Powys

· M.S. Society, Llandrindod Wells & District Branch

· Montgomeryshire Crossroads

· Diabetes UK Cymru Newtown & District Voluntary Group

· Ystradgynlais Carers Group

· RNID Hear to Help Project (Rhayader)

· Multiple Sclerosis Society

· Brecon Disability Services

· Knighton Community Support

Professional Bodies including:

· Disability Rights Commission 

· Welsh Local Government Association Equalities Unit

We also want to involve:

· Other Local Authorities

· Key partnerships e.g. Community Strategy Partnership, Community Safety Partnership

· Private employers – the wider business community

Appendix F – Disability Equality Training Defined

Disability Equality Training

There is often confusion between Disability Awareness Training (DAT) and Disability Equality Training (DET).

DAT will often focus on people’s medical conditions and will sometimes focus on specific impairments.

Trainers will often refer to disabled people as ‘people with disabilities’.  It may also concentrate on awareness issues such as etiquette and language.  It does not always reflect the Social Model of Disability and it is not uncommon for the trainers to have little or no experience of disability.

Some training consultancies will offer generic all-purpose equality training covering race, gender, disability, sexual orientation.  This may not offer the in depth training required for Disability Equality.  In addition, as with, DAT, it may not be a disabled person delivering the disability component of the training.

DET is designed to…

· promote disability as an Equality Issue

Disability is too often regarded as a health or

“care” issue.  This medical perspective focuses on what is “wrong” with a disabled person rather than the barriers society erects, preventing real equality and promoting a passive/helpless image of disability.

· examine the root causes of exclusion and discrimination

The problems facing disabled people are far more likely to be caused by the way places and services are designed than by a person’s impairment.

· question stereotypes, myths and misconceptions about disability

There are so many commonly held ‘truths’ about disability that are simply unfounded.  DET addresses the attitudes based on these misconceptions.

· promote communication between disabled and non-disabled people

When was the last time you talked – and listened! – to a disabled person’ All DET tutors are disabled people.

· promote change both in policy and practice

Positive attitudes towards disability should mean positive policies.  Traditional ways of designing and providing a service may no longer be appropriate.  More effective, accessible practices are constantly being refined.  DET offers the best of current good practice.

A DET tutor is a disabled person trained and experienced in the knowledge, skills and values necessary to deliver DET courses to a wide range of participants.

Contacts:

         Rob Beardall

Job Title:
Corporate Policy Officer (Equalities)

Phone:
01597 826247

E-Mail: 
Rob.Beardall@powys.gov.uk
Mail:

Powys County Council



County Hall



Llandrindod Wells



Powys



LD1 5LG

         Julie Grafton 

Job Title:
Equalities & Diversity Officer (Human Resources) 

Phone:
01597 826964

E-Mail:
Julie.Grafton@powys.gov.uk
Mail:

Powys County Council



County Hall



Llandrindod Wells



Powys
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Key Themes 





Better employment opportunities 





Educating and training people on Disability Equality





Empowering disabled groups/ individuals





Encouraging involvement of disabled people








Improving


access








Better communication








Promoting positive attitudes











Information gathering








� Source: Socail Exclusion Unit (2004) Breaking the cycle


� Source: Disability Rights Commission


� Source: Disability Rights Commission 2004


� Source: Research by National Association for the Care & Rehabilitation of Offenders


� Source: Welsh Area Labour Force Survey, 2001, ONS 


*N.B. This figure does not necessarily reflect the number of disabled people who are actively seeking work, but it provides an indication of the likely disparity that exists.
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