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FOREWORD

The Council has taken steps to improve gender equality for all staff and knows that it is an important issue for everyone.  The immediate concern is equal pay for women and men doing work of equal value, and as a Council we have put in place measures to ensure it.

The gender equality duty, like the race and disability duties, requires us to think about equality when making decisions and planning services.  Specifically, the gender equality duty requires us to prepare and publish a scheme showing how we intend to eliminate unlawful discrimination and harassment, and promote equality of opportunity between men and women.

We include in our scheme specific reference to education and schools. 

We will monitor employment, training and service delivery as they are the areas where we must show progress in meeting the gender equality duty.
INTRODUCTION

Glasgow is Scotland’s largest city with a population, at the last census, of 577,670. There are roughly equal numbers of men and women: 302,577 people or 52% are women and 275,093 or 48% are men.  

According to the 2001 Census there are 243,295 households in the city.  Over 15% or 27,923 are lone parent households, and of these 91.9% or 25,667 households are headed by a woman, and 2,256 or 8.1% are male lone parent households.  The census also reveals that there were 23,267 lone pensioner households in 2001, of which 75% or 17,231 are female.

Analysis by the Scottish Executive published in 2006 shows that there are more women than men in the 20 to 44 and 65 to 89 age groups living in the 15% most deprived areas in the city.  The proportion of lone parents living in the deprived areas is one factor explaining the sex ratio in the 20 to 44 age groups, while premature mortality among men is a factor in the 65 to 89 age groups. 

There is evidence of continuing occupational segregation in Scotland.  Data published by the EOC show that women held four fifths of personal service and administrative and secretarial jobs, while over 90% of trades people and process, plant and machine operators are men.  Similarly, 93% of workers in the construction industry are men.  

According to statistics published by the Equal Opportunities Commission (EOC) the gap between the employment rates for men and women converged to 79% for men and 71% for women of working age in 2005 from 90% for men and 57% women in 1975.  Similarly there has been a convergence in average hourly earnings: in 2005 women working full-time earned on average £11.37 an hour whereas men earned £12.91, resulting in a gender pay gap of 11.9%.  This compares with a pay gap of 31% in 1975.

A range of health indicators suggests that men are experiencing higher levels of poor health and negative health behaviours in comparison to women.  For example, the Greater Glasgow Health and Well-being Survey (2005) indicates that 49% of men are above their ideal weight, compared with 36% of women – with the gender gap being concentrated in the 25-64 year age group.  In addition, the survey suggests that men are more likely to engage in unhealthy behaviour (e.g. smoking, binge drinking). According to the Glasgow centre for Population Health’s report Let Glasgow Flourish (2006), men living in Glasgow have lower life expectancy at birth (69 years) than women (76 years).  A quarter of male deaths in the West of Scotland are premature, rising to over 40% in Bridgeton and Dennistoun.

Women living with or who have experienced male violence are more likely to engage in a range of negative health behaviours such as smoking, alcohol and drug misuse, overeating and sexual risk taking.  They are 15 times more likely to misuse drugs, including prescription drugs.

THE LAW

The Sex Discrimination (Public Authorities) (Statutory Duties) (Scotland) Order 2007 requires the Council to publish a gender equality scheme.  That scheme is the Council’s strategy and action plan that summarises our approach to gender equality.  The Order also requires the publication of a separate scheme and equal pay statement by Education Services, which is incorporated in this document.

The scheme explains the Council’s vision, aims and plans.  It also explains how each of the specific duties, which are described below, will be met. 

Context

Since the 1970s there have been laws to outlaw sex discrimination and ensure equal pay for women and men, as described below.      

Sex Discrimination Act 1975 and Equal Pay Act 1970

The Sex Discrimination Act defines unlawful discrimination as:

· direct and indirect discrimination on grounds of sex

· discrimination on grounds of pregnancy and maternity leave

· discrimination on the grounds of gender reassignment

· direct and indirect discrimination against married persons and civil partners

· victimisation and sexual harassment

The Equal Pay Act gives a person a right to the same contractual pay and benefits as a person of the opposite sex in the same or connected employment, where the man and the woman are doing:

· the same or broadly similar work

· work which has been rated as equivalent under an analytical job evaluation scheme

· work that is of equal value , that is where the work done is different but considered to be equal value or worth in terms of demands such as effort, skill and decision-making)  

In spite of these laws there is still unlawful sex discrimination and the gender pay gap remains. 

Equality Act 2006 and the Gender Equality Duty

The Equality Act 2006 amended the Sex Discrimination Act 1975 to place the statutory duty on public authorities, when carrying out their functions, to have due regard to the need to:

· eliminate unlawful discrimination and harassment; and

· promote equality of opportunity between men and women 

This is the general gender equality duty, which is supported by specific duties that cover among other things equal pay, occupational segregation and education.

To have due regard means that the weight given to the need to promote gender equality is proportionate to its relevance to a particular function.  It will mean giving 

more consideration and resources to functions or policies that have most effect on the public, or the Council’s employees, or on a section of the public or on a section of the Council’s employees, for example, transsexual employees. 

The gender equality duty incorporates a statutory duty to pay due regard to the need to eliminate discrimination and harassment towards transsexual staff.  This applies at present to employment and vocational training. 

The Article 13 Gender Directive, which will come into effect at the end of December 2007, will extend European Commission sex discrimination law to cover goods and services.  Transsexual people will be protected against discrimination in service provision.  The directive will extend the scope of the gender equality duty to include discrimination and harassment against transsexual people in goods and services.

The term transsexual is used to describe a person who intends to undergo, is undergoing or has undergone gender reassignment.  Such reassignment may or may not involve hormone therapy or surgery.  Transgender is a term used to describe people who do not conform to commonly held ideas on gender roles, including transsexual and transvestite people.

Scottish Specific Duties

The specific duties help the Council to deliver the general duty.  They are to:

· produce and publish a gender equality scheme by 29 June 2007, showing how the Council will meet the general and specific duties, report annually and review progress every three years

· produce and publish an equal pay statement by 28 September 2007 and report on progress every three years

· gather and use information on how the Council’s work, its policies and practices, affects women and men

· assess the different impact of policies and practices on women and men and use this information to inform the Council’s work

· consult employees, service users, trade unions and other stakeholders and take account of relevant information in order to identify priorities and determine gender equality objectives

· plan and take action to achieve gender equality objectives

Our gender equality objectives are aligned to the specific duties. 

OUR POLICIES

The Council’s policies that will support the delivery of the gender equality duty are described below. 

Equality Policy

The Council’s Equality Policy, published in 2006, states that we will:

· work to end unlawful discrimination

· promote equal opportunities; and 

· promote good relations between people from different communities.

As an employer we are committed to ensuring equality in all areas of employment, including recruitment, training, development, and terms and conditions of employment.  We recognise that our success depends on recruiting, developing and keeping the right people with suitable skills, knowledge and experience.

As a service provider we are committed to providing high quality services that everyone can use.    

Equal Pay Framework

The Council acknowledges that there is a gender pay gap both for full-time and part-time staff.  The gender pay gap is defined as the average salary of women compared to the average salary of men.  We will publish our Equal Pay Statement on 28 September 2007.

We have developed an equal pay framework on the basis of a comprehensive workforce pay and benefits review, which is now being implemented.  The new framework is designed to ensure that unlawful discrimination in employment is eliminated.

Gender based violence

In the twelve months between April 2005 and March 2006 the police in Glasgow recorded 9,300 incidents of domestic abuse.  In almost 9 out of 10 cases the alleged abusers were men.  During the same period 148 cases of rape were reported.  Conviction rates are low, there were only 18 convictions during that time.

There is evidence that many cases of such violence are not reported.  According to Rape Crisis 6 out of 10 women who contact them for support have not reported the incident to the police.   

We, as the Council, recognise the harm that gender based violence inflicts on women, children and families, and further recognise that much of the violence is inflicted by men on women.  We have developed a policy statement on violence against and an action plan.

The draft Policy on Violence against Women is attached at Appendix 2, and the action plan is incorporated in the gender equality action plan attached at Appendix 3.

VISION, AIMS AND PLANS


Council Plan and Key Objectives

The current Council Plan is our vision statement for ensuring that Glasgow remains “a world-class city, a competitive and vibrant city, a sustainable city, a cultural city, but one that is true to its roots as a fair and equal city and a caring city”.  

The Key Objectives stated in the Plan are to:

· Provide accessible, accountable services that are cost effective and offer value for money

· Create a cleaner, safer city and sustainable environment

· Promote social inclusion and tackle poverty and improve health and well being

· Sustain the physical, social, cultural and environmental regeneration of Glasgow

· Develop Glasgow’s metropolitan role, quality of life, heritage and services

We have worked to achieve our objectives by, among other things:

· Securing new investment and best value

· Listening to the views of its service users, citizens, voluntary groups and partner agencies

· Investing in young people by improving educational and achievement, and access to lifelong learning

· Working with partners to protect the city’s children

· Creating jobs for local people

· Promoting equal opportunities for all and tackling unlawful discrimination

We have detailed strategies and plans to act on these priorities.

As a result of the local government elections there is a new administration.  We will develop a new Council Plan in 2008 for the life of that administration.  This scheme will be revised as necessary in 2008 to incorporate any changed Council priorities. 

CONSULTING ON GENDER EQUALITY PRIORITIES

In preparing for the gender equality scheme the Council has consulted staff, service users, employee working groups, trade unions, pupils and other stakeholders on the issues they think are important.   

Online questionnaire

A short questionnaire was posted in December 2006 on our web-site and also sent by email to staff.  Having defined gender equality it asked respondents for their views on 

· gender equality priorities

· groups and organisations that should be consulted about it

· the main things that the Council could do to promote gender equality 

They were also asked which Council services they had used in the previous twelve months and their main source of information on the circumstances of men and women in Glasgow.

Over 870 people completed the questionnaire.  Their gender equality priorities are:

· the pay gap between men and women

· flexible working practices

· the impact of child care responsibilities on career

· the impact of other caring responsibilities on career

· occupational segregation

The respondents chose the following as the main things that the Council could do to promote gender equality:

· ensure equal pay

· promote flexible working practices

· reduce discrimination in employment

· have family friendly policies

· provide more/better childcare

· tackle sexual harassment

Pupil councils

The results of the consultation with pupil councils are reported in the Education and Gender Equality section of the scheme.

Focus groups

Ipsos MORI conducted, on our behalf, five focus groups: three female groups and two male ones.  One of the female focus groups was recruited from among South Asian women.  The top priorities both for men and women are:

· the pay gap between men and women

· flexible working practices

· the tendency for some jobs or professions to be dominated by men or women 

Other issues accorded high priority by some participants are women only sessions at leisure centres, safety of public transport at night and being able to have a consultation with a female doctor. 

Issues accorded medium to low priority are:

· impact of childcare on career

· impact of other caring responsibilities on career

· pensions

· violence experienced because of gender 

Trade Unions

The Council has consulted with trade unions, including UNISON.  UNISON has named its principal priorities as:

· promotion of flexible working practices

· family friendly policies, and the impact of child and other caring responsibilities on career development

· further reduction of the pay gap between men and women

· promotion of equal access to training opportunities  

EDUCATION AND GENDER EQUALITY

What the Gender Equality Duty means

The Council, as an education authority, is required to produce a gender equality scheme and an equal pay statement.  In addition the responsibility is placed on Education and Social Work Services to ensure that schools

· gather information on the effects of their policies and practices on gender equality

· assess the impact of those policies and practices on gender equality

· carry out steps to meet the duty in line with the education authority scheme

· report on these activities

The major priority for education in Glasgow is raising achievement.   This will be done by 

· maximising the learning potential of girls and boys

· providing education that develops the personality, talents and mental and physical abilities of all pupils to their fullest potential

· encouraging equal opportunities

Pupil choice

The subjects that children study in school influence the choices they make in the job market.  Gender stereotyping influences the choices made by pupils.  The gender equality duty provides an opportunity to look at what causes such stereotyping in the choice of subjects and work experience placements.   By encouraging children and young people to consider all possible career options schools can begin to challenge segregation in the workplace.    

In Glasgow pupils in S2 choose subjects for accredited study.  They may opt for vocational training instead of a non-core Standard Grade.  Pupils who choose the vocational training option are advised by senior career advisors on what work in the sector they have chosen entails.   Parents are involved in the decision making process.  

Active consideration is being given to the use of role models to encourage the choice of non-stereotypical careers.  

Pupil attainment

The gender equality duty is an incentive to evaluate learning, teaching and assessment methods for gender bias.  There is evidence that girls outperform boys at school, and that this effect emerges early in pupils’ school careers.  

In Glasgow several strategies are being tried to raise boys’ attainment.  There are reactive ones such as the introduction of formal reward systems and supported study classes.  Another strategy is based on the difference in learning styles within a class; some pupils learn better if there is either an active or an interactive element to the lesson.  This strategy is being piloted in several schools through the teaching of English.  The intention is to improve pupils’ attainment and specifically boys’ attainment in English at National Qualification.  Strategies are also being developed to improve boys’ writing through the support of ICT in learning.

Consultation with Pupil Councils 

The Primary Pupils Council and the Secondary Pupils Council were consulted over their gender equality priorities.  

The consultation with the secondary pupils took the form of a discussion about human rights, fair treatment and justice.  When asked what might be the most important thing that the Council could do to promote gender equality most pupils replied that more information should be given and boys and girls should be asked what they think.  Fair treatment in terms of rewards and punishments was a priority for them.  

When asked whom the Council should consult they also expressed the view that the Council should talk more with young people, the local community, people from various backgrounds and major employers.

The consultation with primary school pupils focused on how boys and girls behave in and are treated at school.  Their gender equality priorities are that boys and girls are treated fairly and that there are areas in the playground where girls can play.  The latter was a point that was made by many of the pupils.  They thought that the Council should employ more male teachers.  

When asked whom the Council should consult many replied that headteachers, teachers, the whole school and parents should be asked their opinion.

Responsibilities

The responsibility for gender equality in education lies with the Director of Education Services.  She is supported at authority level by advisers in Education Improvement Services.  Headteachers and staff in schools are responsible within their establishments for ensuring gender equality in education.

In compliance with the gender equality duty and in preparation for the gender equality scheme Education and Social Work Services has assessed the relevance of the its policies and functions to the gender equality duty.  The degree of relevance determines the priority, either high or medium or low, of each function or policy.  Improvement actions for functions that have a high priority will begin in the first year of the implementation plan.

Impact Assessment

Impact assessment by Education and Social Work Services and schools will ensure that policies and their implementation will not discriminate against girls and boys.  The department is producing a strategy to review all policies, a process that aligns with gender impact assessment or equality impact assessment.  

Monitoring and reporting on progress

There will be an annual progress report on the gender equality scheme.  This report will be published by 29 June annually. Education and Social Work Services will work with schools to agree the most appropriate mechanisms for reporting on the work done to promote gender equality.  

There will be a three-yearly report on Education and Social Work Services’ Equal Pay Policy Statement and action plan.  The first Equal Pay Statement, which will be published by 28 September 2007, will be incorporated in the Council’s Equal Pay Statement. 
RESPONSIBILITY FOR COMPLYING WITH THE GENDER EQUALITY DUTY

Political Leadership

Glasgow City Council makes its policy decisions at meetings of the Executive Committee.  The Executive Committee makes almost all of the Council’s decisions, although decisions on changes to policy, the budget and membership of outside organisations continue to be made by the Council.

There are Policy Development and Scrutiny (PDS) Committees to cover each service area, and their purpose is to hold the Executive Committee to account, to scrutinise policy and monitor performance.  The promotion of equality is part of the remit of each PDS Committee and the Audit and Ethics Committee.

A list of the Council’s committees is attached at Appendix 1.

Organisational Capacity

The gender equality duty applies to the Council as a whole and thus to all its employees.  The Chief Executive, however, has ultimate responsibility for the gender equality scheme and the equal pay policy statement, and he is supported in this by the Corporate Management Team (CMT).  The Head of Corporate Policy is responsible for managing the implementation of the Equality Policy and the gender equality scheme.  The Head of Corporate Human Resources and Executive Directors have responsibility for equal opportunities in employment and managing the implementation of the equal pay statement.

Executive Directors and Directors take responsibility for actions in their Services.  All Services have equality action plans in place, which must include objectives relevant to the gender equality duty.  Like the gender equality scheme the plans have clear timetables and expected outcomes.

In compliance with the gender equality duty and in preparation for the gender equality scheme the Council has assessed the relevance of the its policies and functions to the gender equality duty.  The degree of relevance determines the priority, either high or medium or low, of each function or policy.  Improvement actions for functions that have a high priority will begin in the first year of the action plan.  The Council aims to complete all impact assessments by 2010.

Medium priority functions will be addressed in the second year and low priority functions in the third. 

There will be an annual progress report to committee on the implementation of the Gender Equality Scheme 2007-2010.

GENDER EQUALITY OBJECTIVES

The gender equality objectives have been arrived through consultation with stakeholders and the assessment of policies and functions.  The objectives, which are described below, will be achieved through the action plan attached at Appendix 3.

Scottish Specific Duties

The Council will implement the Scottish Specific duties.  In particular, we will publish this Gender Equality Scheme by 29 June.

We aim:

· to eliminate unlawful discrimination and harassment; and

· to promote equality of opportunity between men and women

Equal pay 

The Council is committed to the principle of equal pay and the elimination of the gender pay gap.  We have recently completed a Workforce Pay and Benefits Review for all members of staff, and intend fully to implement its findings.  We intend to implement a strategy that ensures that our employees receive equal pay for work of equal value.

We will also prepare and publish an Equal Pay Statement by 28 September 2007.

We aim 

· to reduce the gender pay gap both for full-time and part-time staff

· to ensure that men and women doing similar jobs receive the same level of pay

· to reduce occupational segregation

· to have a workforce in which women and men are represented at all levels

· to increase the number of men and women who choose flexible working options

· to ensure that transsexual people have confidence in our procedures

Fair employment

We want to encourage a broad range of people to work for us and for existing staff to continue working for us.  We will ensure that all our employment policies and practices are fair and provide equality of opportunity to all our employees.

We aim to have 

· employment policies and practices that promote gender equality 

· a recruitment process that promotes equality 

Learning and development

We believe that all staff have the right to training and development opportunities.  We want to remove barriers that prevent women and men from developing new skills and progressing to more senior posts in the Council or other employment.

We aim 

· to increase the number of women who apply successfully for promotion

· to ensure that staff and councillors know about the gender equality duty and what it means

· to ensure that staff and councillors have fair and equal access to training and development opportunities

· to ensure that staff provide a non-discriminatory service to the public

Monitoring

We will continue to monitor our recruitment and selection processes to ensure that we recruit fairly.  We also intend to monitor by gender access to training and promotion, grievance and disciplinary cases, bullying and harassment and reasons

for leaving employment.  We will gather data and information to identify causes of gender inequality to inform future action

We aim

· to improve the monitoring, including on the basis of gender, of the uptake of Youth Services

· to monitor, by gender, the uptake and management of Social Inclusion Budget funded projects   

Policy development – including impact assessment  

We will, when developing new policies or revising existing ones, take into consideration the gender equality duty.  We will do so by carrying out either partial or complete equality impact assessments, as required.

We aim to ensure

· that in making policy we do not place women or men at a disadvantage

· that there is increased access for those on low pay to financial services

· that women and men are provided with equal opportunity to access community facilities

· that transsexual people have safe and appropriate access to services

· that there is a reduction in the risk of poverty and hardship for expectant mothers and pensioners 

Education

We will continue to work to raise the achievement of girls and boys through a range of initiatives.

In particular, we aim

· to maximise the learning potential of girls and boys

· to increase the number of boys and girls choosing non-traditional options for work placements

· to increase the number of boys and girls choosing non-traditional options for Modern Apprenticeships

Service delivery

We will ensure that the services we provide do not discriminate unlawfully between women and men, and that they have equal access to the services they need. This applies to our own services, Culture and Sport Glasgow, City Building (Glasgow), 

Glasgow Community and Safety Services, and where we work with partners, buy products or pay organisations to deliver services on our behalf.   

We aim 

· to ensure that the design of the new Maryhill Leisure Centre appropriately meets the needs of service users 

· to increase the use made by women and transsexual people of parks and open spaces

· to ensure that all staff, who want to, can join the Strathclyde Pension Fund

Consultation and engagement

We will continue to engage and consult with our staff and the wider community and to involve them in helping us to develop our services and employment. 

We aim

· to increase the involvement of staff in employee forums

· to promote gender equality by ensuring that the views of women and men are taken into account when planning services 

· to have a framework in place which ensures effective consultation with our employees on matters relating to gender

· to encourage women to participate in the democratic process

Prevention of gender based violence

We recognise the harm that gender based violence inflicts on women, children and families.  We have developed a violence against women policy and action plan to raise awareness of and work towards ending such violence  

We aim

· to ensure that there is understanding of the issue in the Council

· to achieve better outcomes for women and children who use the Council’s services

· to continue to facilitate work within the Council that will support women and children who experience male violence

· to continue to work in partnership with other agencies to tackle gender based violence

· to ensure prompt and effective responses to children and young people affected by such violence 

· to ensure our services are accessible, consistent and appropriate for women and children who have experienced or are experiencing male violence while recognising that different groups of women have different needs

· to raise employees’ awareness of the issues around male violence against women to ensure that they are able to provide appropriate and informed support

· to monitor our effectiveness in tackling male violence against women, childen and young people 

APPENDIX 1

DECISION MAKING ARRANGEMENTS

Political Decision-making

The Council is made up of 79 councillors, elected by voters in 21 multi-member wards to serve for four years.  The councillors meet together as the Council to decide policy and agree the budget.  This Council’s main decision-making body is the Executive Committee, whose decisions are scrutinised by the Policy and Development Scrutiny (PDS) Committees.   

The Council’s committees are listed below. 

Appointment of Senior Officers Committee

Audit and Ethics Committee

Business Bureau

Executive Committee

Emergency Committee

Development and Regeneration PDS Committee

Direct and Care Services PDS Committee

Education and Social Work Policy PDS Committee

Finance, Corporate and Trading Services PDS Committee

Land and Environment PDS Committee

Licensing and Regulatory Committee

Planning Applications Committee

Personnel Appeals Committee

Strathclyde Pension Fund Committee

Management

The Council delivers services either itself or through arms length organisations.  

The Council’s Services are:

· Chief Executive Department

· Development and Regeneration Services

· Direct and Care Services

· Education and Social Work Services

· Financial Services

· Land and Environmental Services

City Building (Glasgow) is a company wholly owned by the Council.   

Glasgow Community and Safety Services (GCSS), which was formerly part of Development and Regeneration Services, is a new organisation which aims to prevent crime, tackle antisocial behaviour and promote community safety in the city.

A partnership formed by Glasgow City Council and Strathclyde Police, it brings together staff from those agencies and also Glasgow Community Safety Partnership and public space CCTV company, Streetwatch.  GCSS is a company limited by guarantee with charitable status.

The functions delivered by Cultural and Leisure Services have been transferred to Culture and Sport Glasgow, a company limited by guarantee with charitable status.  The Council is the sole member of the company.

APPENDIX 2

POLICY ON VIOLENCE AGAINST WOMEN – April 2007

Everyone has the right to be free of violence or the threat of violence in all aspects of their daily lives.  One specific type of violence is male violence against women and children.  It is rooted in the abuse of power and control and for this reason it needs to be tackled separately and differently from other forms of violence.  This policy will confirm the Council’s commitment to ending male violence against women and children whilst supporting those who are affected.

WHY MALE VIOLENCE?

Whilst this policy concentrates on male violence against women and children, it in no way minimises the existence or effects of other types of violence and recognises that men experience violence too.  Similarly violence occurs in same sex relationships and can also be perpetrated by other family members.  However the vast majority of incidents involve men’s violence towards women particularly in relation to domestic abuse and rape and sexual assault.  

WHAT IS MALE VIOLENCE AGAINST WOMEN AND CHILDREN?

Violence Against Women means any act of violence or abuse by a man towards a woman.  It is an abuse of human rights and an extreme form of social exclusion.  Male violence can affect all women regardless of age, race, class, disability, religion or sexuality and its effects can be severe and longlasting.

DEFINITION OF VIOLENCE AGAINST WOMEN

It is important that all agencies agree on a common definition of violence against women, which demonstrates that violence is not only physical abuse but includes emotional, financial and sexual abuse.  

The Scottish Executive’s Expert Group to Address Violence Against Women has recommended the following definition:

Violence against women encompasses but is not limited to the following:  

· physical, sexual and psychological violence occurring in the family, within the general community, or in institutions, including: domestic abuse; rape; sexual assault, incest and child sexual abuse; 

· sexual harassment and intimidation at work and in the public sphere including stalking;

· commercial sexual exploitation, including prostitution, pornography and trafficking; 

· dowry related violence;

· female genital mutilation; 

· forced and child marriages; 

· honour crimes

CAUSE OF MALE VIOLENCE

Although factors such as alcohol, drugs, unemployment, poverty or stress can be a contributory factor in male violence against women, they are not the cause of it nor are they an excuse.  The root cause of male violence against women is an historical imbalance of power in culture and tradition between men and women.  For centuries women have not enjoyed equality in basic rights as full citizens whether in terms of justice, employment, leisure, participation in community and political life or indeed in 

the home.  Therefore violence against women cannot be eradicated until there is an equal balance between men and women in society and in relationships.

WHAT ARE ITS EFFECTS?

Violence and the fear of violence limits women’s choices, options, and behaviour and its effects can be seen in every aspect of their daily lives.  It adversely affects their mental health, confidence and self esteem. 

It is important to acknowledge the links between the different forms of violence and to be aware that domestic abuse can escalate in frequency and intensity over a number of years.  There are also child protection implications.  Children witness much of the domestic abuse experienced by their mothers and may be emotionally, physically and/or sexually abused themselves.  Even after separation, abusers frequently use contact with children to continue their intimidation and control.  Research has revealed that where men are abusing their partners, there is a strong likelihood that they are also abusing their children 

Strategies to address violence against women must recognise that the abuse of women and the abuse of children are inextricably linked.

Scottish Women’s Aid briefing 2002

COUNCIL’S COMMITTMENT 

The Council is committed to:

· ensuring its services are accessible, consistent and appropriate for women and children who have experienced or are experiencing male violence whilst recognising that different groups of women have differing needs.

· raising employees’ awareness of the issues around male violence against women to ensure that they are able to provide appropriate and informed support

· ensuring support for employees who may be experiencing male violence whilst recognising that perpetrators may be employees of the Council

· supporting organisations which assist women and children who experience male violence

· working in partnership with The Scottish Executive and other agencies in the City to ensure a co-ordinated and consistent  approach to the issue

The policy will:

· ensure there is a mutual and consistent understanding of the issue within Glasgow City Council

· guide the development of the Council’s action plan on violence against women and children

· facilitate work within the Council which will support women and children who experience male violence

· achieve better outcomes for abused women and children who use the Council’s Services

· raise awareness amongst the citizens of Glasgow of the Council’s role in dealing with male violence against women

· inform other agencies of the Council’s position and its commitment to partnership working to tackle male violence against women and children

APPENDIX 3

Gender Equality Objectives and Action Plan 2007-2010

 Objective – Equal Pay

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Undertake a pay and job audit
A pay, grading and benefits structure which is free from gender bias 
Chief Executive Department – Corporate HR, Shared Service Centre, HR in Services
2007/2008/2009/2010

Design a new framework of job families and role profiles
A pay, grading and benefits structure which is free from gender bias
Chief Executive Department – Corporate HR, Corporate Management Team
2007/2008/2009/2010

Develop and introduce a job evaluation scheme to measure these roles
A pay, grading and benefits structure which is free from gender bias
Chief Executive Department – Corporate HR, Corporate Management Team
2007/2008/2009/2010

Design a pay, grading and benefits structure


A pay, grading and benefits structure which is free from gender bias
Chief Executive Department – Corporate HR, Corporate Management Team
2007/2008/2009/2010

Design a mechanism to objectively assess, assign, analyse and allocate current jobs to the new framework
A pay, grading and benefits structure which is free from gender bias
Chief Executive Department – Corporate HR
2007/2008/2009/2010

Implement the changes on a phased basis


A pay, grading and benefits structure which is free from gender bias
Chief Executive Department – Corporate HR, Corporate Management Team
2007/2008/2009/2011

Develop and publish an equal pay statement that sets out the Council’s commitment to gender equality


A pay, grading and benefits structure which is free from gender bias


Chief Executive Department – Corporate HR
28 September 2007



 Objective – Equal Pay

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Introduce arrangements for the governance and ongoing monitoring and review of our pay, grading and benefits provisions


A pay, grading and benefits structure which is free from gender bias


Corporate Management Team


2009/2010



Increase the numbers of female staff who make up the top 5% of earners by developing a range of initiatives covering recruitment, promotion and development


A pay, grading and benefits structure which is free from gender bias

Improvement from the current baseline of 40.3% (unaudited figure)
Chief Executive Department – Corporate HR, HR in Services
2007/2008/2009/2010

Review outcomes of Workforce pay and Benefits Review to ensure an equal pay framework for Culture and Sport Glasgow and Culture and Sport Glasgow (Trading) CIC


A pay and grading system that meets the needs of the new charitable company and complies with the Equal Pay Act 1970
Culture and Sport Glasgow, Culture and Sport (Trading) CIC
2007/2008

Objective – Fair employment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Review and develop current monitoring arrangements aligned with 1 Business development including:

Flexible working

Vertical and horizontal occupational segregation

Uptake of training and development opportunities

Return rates from maternity/adoption leave

Reasons for leaving

Equality monitoring categories

Use of employee assistance service

Improved processes for gathering and analysing data

Improved quality of information gathered
Chief Executive Department – Corporate HR, Shared Service Centre, HR in Services


2007/2008

Review the reporting of complaints and grievances by category, including harassment, recruitment and training
Accurate qualitative information regarding gender related complaints and grievances


Chief Executive Department – Corporate HR, Shared Service Centre, HR in Services
2007/2008

Introduce a mechanism for routine sampling to be undertaken across the recruitment process and recruitment decisions


A recruitment process which promotes equality
Chief Executive Department – Corporate HR, Shared Service Centre, HR in Services
2007

Objective – Fair employment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Conduct a gender impact assessment on all employment policies and practices and develop an action plan to support identified priorities
Employment policies and practices which promote gender equality
Chief Executive Department – Corporate HR 
2007/2008/2009/2010

Ensure that policies and practices include reference to transsexual and transgender employees to eliminate discrimination
Employment policies and practices which promote gender equality


Chief Executive Department – Corporate HR
2007/2008



Review employment policies and practices to ensure that the needs of the victims of domestic violence are considered
Employment policies and practices which promote gender equality


Chief Executive Department – Corporate HR and relevant Services


2007/2008

Examine the gender barriers to employees advancing to senior level posts in the Council 


More female employees in  senior level posts  
Chief Executive Department – Corporate Policy and Corporate HR
2008

Develop a policy statement supporting transsexual and transgender employees
Employment policies and practices which promote gender equality
Chief Executive Department – Corporate HR
2007/2008



Ensure that Culture and Sport Glasgow’s  (CSG) commitment to supporting a work-life balance is effectively communicated to all staff


Awareness by all staff of CSG’s work-life balance policy
Culture and Sport Glasgow, Culture and Sport Glasgow (Trading) CIC
2007/2008/2009

  Objective – Leaning and development

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Together with Services review training courses to ensure that they reflect the obligations of gender equality legislation


Better understanding of gender inequality in the workplace; reduced gender segregation
Chief Executive Department –Organisational Development and Change, all Services and the Learning and Development Network
2007/2008

Together with relevant Services market and promote to young men and women all options in training programmes such as the Modern Apprenticeships 
Ensure that young men and women have the option to apply for non-traditional careers or jobs 


Education and Social Work Services – Vocational Training
2007 and ongoing

Equality issues to be included in customer care and role specific training for frontline staff and members of training boards


Better informed staff and fewer complaints from service users;

training standards to include equality issues are being developed for March 2007;
Chief Executive Department – Organisational Development and Change and all Services
2007 and ongoing

Training for all staff at induction on the gender equality duty and other equality duties


Awareness throughout the Council of implications for employment and service delivery of equality legislation


Chief Executive Department _ Organisational Development and Change and all Services


2007 and ongoing



Objective – Learning and development

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Incorporate gender equality issues into core training for all staff, including:

· Induction

· Customer service


Provision of appropriate, non-discriminatory service to all customers
Culture and Sport Glasgow, Culture and Sport Glasgow (Trading) CIC 
2007/2008/2009



Objective – Monitoring

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Monitor the uptake and management of Social Inclusion Budget (SIB) funded services by gender


Gender analysis of SIB funded projects that will inform decision making; provision of services which meet the needs of men and women in relation to poverty and employment


Development and Regeneration Services – Social Initiatives
Begin 2007 and ongoing

Development of Youthbase management information system


Improved monitoring of uptake of Youth Services, including on the basis of gender


Culture and Sport Glasgow (Youth Services)


2007/2008



Objective – Policy Development – including impact assessment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Produce and publish a gender equality scheme by 29 June 2007
Plan produced showing how the Council will meet the general and specific duties.  An annual monitoring report will be produced and the scheme will be reviewed every three years. 
Chief Executive Department – Corporate Policy
29 June 2007

Review policies and action plan in the Local Housing Strategy
Equality of access to housing in Glasgow; an equality impact assessment of the strategy
Development and Regeneration Services –  Chief Officer (Local Housing Strategy)
2008



Ensure the development of partnership working with Social Initiatives and Community Planning advocates gender equality


Inclusion of reference to gender equality in any new strategies and common documentation


Development and Regeneration Services – Principal Officer (Economic and Social Initiatives) 
Begin 2007



Develop the Credit Union network to support those on low incomes to access financial services
Increased access for those on low incomes to financial services
Development and Regeneration Services – Economic and Social Initiatives
Ongoing



Review single-sex leisure provision including:

· Women-only sessions at leisure centres;

· Women’s hill-walking programme;

· Women’s jogging network
Ensure that single-sex provision is delivered in a manner consistent with requirements of the SDA
Culture and Sport Glasgow
Revised programme in place from January 2008



Objective – Policy Development – including impact assessment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Support the development of initiatives to improve physical activity amongst men in Glasgow, including:

· Men’s jogging network;

· Men’s 10k event
Improved levels of physical activity and improved health outcomes for men
Culture and Sport Glasgow
2007/2008/2009

Develop guidance for transsexual people’s access to leisure facilities
Staff able to facilitate safe and appropriate access to leisure facilities for transsexual people
Culture and Sport Glasgow
2007/2008



Review programming and marketing of Community Facilities to further investigate gender differences in usage levels
Ensure men and women are provided with equal opportunity to access community facilities
Culture and Sport Glasgow
2007/2008



Ensure that all Community Health and Care Partnerships (CHCPs) develop policies and practices that are consistent with the gender equality duty
Employment policies that are inclusive of transsexual issues

Equality action plans, with performance indicators, that address gender equality objectives
Education and Social Work Services and Greater Glasgow and Clyde Health Board
May 2007



Objective – Policy Development – including impact assessment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Publish a Local Transport Strategy for Glasgow that helps to ensure that consideration is given to the needs of women in the promotion of transport services and infrastructure, particularly from a personal safety and security perspective, as well as in relation to the removal of physical barriers to access that might either prevent or make more difficult women’s use of transport
Women, who can have different transport needs to men, often as a result of also having childcare responsibilities when using public transport, will find accessing public transport services easier, and will be more confident about their personal safety and security when doing so
Land and Environmental Services
2007/2008/2009

Review the policy intention of the Discretionary Housing Payments (DHP) Fund and actively promote its availability to pregnant women experiencing financial hardship as a result of poor maternity pay/SMP only provision
Improved quality of life for expectant mothers and reduced risk of poverty and hardship
Financial Services – Revenues and Benefits
2007/2008 and ongoing

Review the policy intention of the Discretionary Housing Payments (DHP) Fund and actively promote its availability to pregnant women experiencing financial hardship as a result of restriction on level of eligible rent (PLL) due to under occupation of accommodation
Improved quality of life for expectant mothers and reduces the risk of rent arrears and possible eviction
Financial Services – Revenues and Benefits
2007/2008 and ongoing

Objective – Policy Development – including impact assessment

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Review the policy intention of the Discretionary Housing Payments (DHP) Fund and actively promote its availability to bereaved spouses who incur significant reduction of income plus reduced award of Housing Benefit/Council Tax benefit, for a transitional period
Improves the quality of life for pensioners at a difficult time in their life and prevents risk of rent/council tax arrears
Financial Services – Revenues and Benefits
2007/2008 and ongoing

Review the policy intention of the Discretionary Housing Payments (DHP) Fund and actively promote its availability to lone parents with joint custody of children who experience discrimination as a direct result of not being carer for Housing benefit/Council Tax purposes 
Improves the quality of life for both parent and child.  Reduces risk of hardship and poverty
Financial Services – Revenues and Benefits
2007/2008 and ongoing

Objective – Education 

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Continue the development of a programme of  “Gender and Literacy in order to close the attainment gap”, by giving further examples of good practice and producing model teaching programmes. Support schools in developing related CPD activities.
Raised levels of academic achievement in English by boys


Education  and Social Work Services – Adviser in English
2007 and ongoing



Review anti-bullying policy and expand to incorporate the development of systems and arrangements for the recording of all discriminatory behaviours
Procedures and systems in place to allow for both establishment and authority wide collation, analysis and subsequent action on, and reduction in, incidents of discriminatory behaviours
Education and Social Work Services – Adviser in Pastoral Care/ Adviser in Race Equality
Consultation April to October 2007 for implementation April 2008



Assess the impact of additional measures, such as senior career staff working on the vocational programme, put in place to encourage non-stereotypical apprenticeship choices


An increase in the number of boys training in early years education and girls in construction  


Education and Social Work Services – Head of Vocational Training


Summer 2007 and annually



Objective – Education 

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Analyse applications by girls and boys for jobs in construction and administration after completion of the recruitment programme  


An increase in the number of girls applying successfully for jobs in construction and of boys for jobs in administration; in the long term the reduction of occupational segregation 


Education and Social Work Services – Head of Vocational Training


Spring 2007 and quarterly



Facilitate access to multi-agency training of Education personnel on gender based violence


Prompt and effective responses to children and young people affected by gender based violence


Education and Social Work Services  
Ongoing

Publish the Equal Pay Statement and action plan

Policy and actions in place to reduce the gender pay gap and occupational segregation 


Education and Social Work Services – Director of Education Services
28 September 2007 

Objective – Service delivery

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Address the childcare barrier to employment with the provision of the Working for Families Scheme which directly impacts on people’s ability enter employment
Provision of services which impact on an individual’s ability to enter and sustain employment 
Development and Regeneration Services – Social Economy Team
Ongoing



Address the childcare barrier to employment through the implementation of the early childhood and extended services strategy 
Provision of high quality education and childcare 52 weeks of the year, for children from 0 to 5years from 8.00am to 6.00pm throughout the city 
Education and Social Work Services with partners
2007 and ongoing

Continue to provide the Young Parents projects to encourage continuation in education and training
Young people are equipped with the necessary skills and training to enter the employment market at a level other part time or low paid
Development and Regeneration Services – Social Economy Team
Ongoing



Ensure design of the new Maryhill Leisure Centre appropriately meets the needs of service users, including Muslim women
Development of good practice that will inform design of future leisure facilities
Culture and Sport Glasgow (Building Projects and Development)
2007/2008



Objective – Service delivery

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Help to address women’s personal safety and security concerns in parks by investigating the feasibility of locating a highly visible staff presence in parks, by, for example, rolling out the pilot programme in Queen’s Park which located uniformed parking attendants within the park
Increased usage, appreciation and enjoyment by women and transgender people of the health enhancing, leisure and recreational benefits and opportunities associated with parks and open spaces
Land and Environmental Services
2007/2008/2009



Help to address women’s concerns about their personal safety and security when visiting parks through the installation of additional CCTV cameras and additional, improved lighting in the most appropriate locations within parks
Increased usage and appreciation by women and transgender people of health enhancing, leisure and recreational benefits and opportunities associated with parks and open spaces
Land and Environmental Services
2007/2008/2009



Ensure that maintenance regimes for open spaces are adequate in order to prevent situations where untended foliage, shrubbery etc have the potential to pose a threat to personal safety by providing cover for people intent on committing crimes and/or engaging in anti-social behaviour 
Women more positive about their personal safety and security when using open spaces maintained by the Council, allowing them to be confident that such open spaces will be safe, clean and unlikely to be the location of crime and/or anti-social behaviour
Land and Environmental Services
2007/2008/2009



Objective – Service delivery

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Promote Strathclyde Pension Fund to all employees currently not members, following Workforce Pay and Benefits Review
Monitor the number of new members joining the scheme, including their gender
Financial Services - Pensions
December 2007



Monitor the number of male and female employees in the Strathclyde Pension Fund relative to the ratio of male and female employees in the Council
Provides an indication to the Council that there is no gender differential in membership of the fund
Financial Services 
2007/2008 and ongoing



Review the Housing Benefit/Council Tax Benefit application form to ensure question on occupational pensions is fully understood by both male and female pension recipients
Greater clarity achieved on income to be declared.  Reduces the risk of fraud or error entering into the system
Financial Services – Revenues and Benefits
December 2007

Ensure that adequate facilities exist within all areas of the service to meet the needs of breast-feeding mothers, including employees
Recognition of the special needs/privacy required by breast-feeding mothers
Financial Services – all areas of service
2007/2008

Encourage all Services to review the provision of rooms/screened areas that can be used by breast-feeding mothers, including employees
Recognition of the privacy required by breast-feeding mothers; the development of good practice by all Services
All Services
2007/2008

Support Glasgow Women’s Library (GWL) to move to new premises at the Mitchell Library
Improved access to GWL resources
Glasgow Women’s Library, Culture and Sport Glasgow
2007/2008



 Objective – Consultation and engagement

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Review the current mechanisms for consulting with our employees and their representatives and consider how to introduce gender issues appropriately
Effective consultation with employees on matters of gender
Chief Executive Department -Corporate HR, Corporate Policy, HR in Services
2007/2008/2009/2010

Ensure that the views of men and women are taken into account when developing policy and planning
More and better use made of the Citizens’ Panel data sets; analysis of data by gender

.


All Services
2007 and ongoing

Ensure that appropriate employee involvement mechanisms are identified as part of the development of Culture and Sport Glasgow’s ‘People Strategy’


Effective involvement of staff in the development of employment policy
Culture and Sport Glasgow

Culture and Sport Glasgow (Trading) CIC
2007/2008

Monitor customer comments for equality and discrimination issues, including on the basis of gender


Provision of appropriate non-discriminatory service to all service users
Culture and Sport Glasgow


2007/2008/2009



Objective – Consultation and engagement

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Incorporate equality monitoring into ongoing market research programme, including on the basis of gender


Monitor uptake and satisfaction with core services
Culture and Sport Glasgow


2007/2008/2009

Further explore the influence of national and local policy on the development of Youth Services, and the uptake of services by young women and men 


Improved information on gender differences in the needs of young people


Culture and Sport Glasgow


2007/2008



Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Map services that the Council provides to women and children affected by gender based violence
A clear picture of the type of services available; development, if necessary, of services that support women and allow them to live independently
Education and Social Work Services
2007/2008



Produce an action plan to implement the Policy on Violence against Women (VAW)
Services that are accessible, consistent and appropriate for women and children; support for employees who may be experiencing male violence
Glasgow Community and Safety Services (GCSS)


2007



Finalise draft Violence against Women policy and disseminate widely.


Draft policy completed and reproduced in leaflet form for distribution


GCSS
June 2007

Facilitate awareness raising on VAW within Council Services and GCSS


Improved understanding of VAW amongst staff
GCSS
May 2007 and ongoing

Distribute report on Service responses to children and young people affected by male violence


Disseminate report to relevant agencies and ensure recommendations are taken forward.
GCSS and Education and Social Work Services
May 2007 and ongoing

Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Continue to engage with relevant voluntary sector organisations
Voluntary organisations are supported and included in the strategic process  on VAW issues
GCSS
ongoing



Continue to support the Assist pilot in the south side of Glasgow which is linked to the Domestic Abuse Court


People who have been affected by domestic abuse receive advice and support throughout the court process 
GCSS


October 2007



Continue to engage with all stakeholders to ensure the Assist service is continued and rolled out across Glasgow after the pilot ends.
All people in Glasgow affected by domestic abuse are able to access advocacy and support during the criminal justice process.
GCSS
October 2007



Continue to work in partnership with key agencies to work towards the rollout of the Domestic Abuse Court to all areas of Glasgow. 
An established Domestic Abuse Court covering all areas of Glasgow
GCSS
October 2007 and ongoing



Co-ordinate research and mapping of service provision to people affected by rape and/or sexual assault 
Evidence to inform improving service provision and longer term support to victims of rape and sexual assault
GCSS and  Education and Social Work Services
December 2007



Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Participate in the multi-agency steering group of the Archway pilot, including the evaluation of the project. 


The success of a service which brings together forensic, health and support services for people who have been raped or sexually assaulted
GCSS
2009



Continue to and develop the Council’s policy on prostitution and ensure its implementation across the City at a strategic and operational level.


Women are prevented from becoming involved in prostitution and support is provided for those who are already involved.
GCSS
Ongoing



Continue to be involved in the Greater Glasgow Training Consortium on Violence Against Women
Effective joined up training across Glasgow on VAW
GCSS
Ongoing



Ensure a Violence Against Women perspective is included in all consultation documents where appropriate
The needs of women experiencing male violence are taken into account when responding to consultation documents
GCSS
Ongoing



Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Continue to develop and support activity in Glasgow during 16 Days of Action to Eliminate Violence Against Women 


Events and activities taking place each year to mark 16 days of action
GCSS
Ongoing with activities taking place between 25 November and 10 December each year



Lead on and support the Violence against Women Partnership
Voluntary and statutory agencies work together to ensure a strategic response to tackle VAW in Glasgow
GCSS
Ongoing



Develop and support Working Groups of the Strategic Group on the three national priorities of Prevention, Protection, Provision
Multi agency working groups on Prevention, Protection and Provision established to tackle all forms of VAW   
GCSS
June 2007



Establish and support a Working Group on all forms of commercial sexual exploitation bringing together existing structures.
A multi agency working group which will tackle the issue of commercial sexual exploitation in Glasgow.
GCSS
June 2007



Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Publication of a Good Practice Guide for Supporting Women Trafficked for Commercial Sexual Exploitation
Improved identification of vulnerable women, more effective targeting of services and increased organisational capacity
The TARA Project

GCSS
October 2007



Quarterly publication of themed newsletters
Increased awareness of organisations and individuals on the issue of trafficking in women
The TARA Project

GCSS
Ongoing until March 2008



Continued provision of multi-agency training on the issue of commercial sexual exploitation, identification and the provision of support to women 
Increased awareness of the harm caused by sexual exploitation, the myths about prostitution and highlighting the male demand behind the sex industry and improved access to and support from services
The TARA Project

GCSS
Ongoing until March 2008



Continued Provision of Women only ESOL classes
To increase women’s confidence, improve self -esteem, assist women to exit prostitution and/or trafficking situation, increase employability therefore access to educational/employment opportunities.
The TARA Project

GCSS
Ongoing until March 2008



Objective – Prevention of gender based violence

action/task


PLANNED OUTCOME
LEAD RESPONSIBILITY
TIMESCALE

Ensure Violence against Women issues are considered during the planning processes and service delivery within GCSS localities (co terminus with CHCP areas)


Policies and practices within GCSS localities will consider the impact on women experiencing male violence. 
GCSS
Ongoing



32

