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Foreword

| am delighted to endorse this revision to our Joint
(Race, Disability and Gender) Equality Scheme.

This revised Scheme takes into account the achievements
made under our previous Scheme and lessons learnt, new
evidence on our performance as an employer and service
provider and feedback from consultees. In particular, this
revision sets out our new priorities for improvement and an
action plan for achieving them, over the next three years.

In the past 12 months we have focused our attention on
exploring whether we are asking applicants and grant-
holders the right questions about how they deal with
equality. We want to identify what impact our funding is
making and who is benefiting from it. We recognise that we
need to ask these questions in a way that is proportionate
both to the size of the organisation and the funding that is
being requested. Our decisions in this area have been
translated into a number of priorities and tasks, which in
turn feature in our Scheme’s action plan.

We have also recently produced a three year Equality
Strategy which aims to develop a shared understanding of
the Big Lottery Fund’s approach to promoting equality and
tackling inequality through a focus on where there is
greatest need. Our revised Scheme sits within that Strategy.

I hope you find our revised Scheme a reflection of the
commitment among our staff, Board and committees to
ensuring that equality and diversity are at the heart of our
policy-making and service delivery.

Pl

Peter Wanless

Chief Executive




Section 1:
Introduction

About the Big Lottery Fund 1.5 The BIG Senior Management Team is headed by
1.1 The Big Lottery Fund (BIG) came into being the Chief Executive, together with seven directors
as a new UK-wide Lottery distributor on 1 June responsible for:

2004 through an administrative merger of the ® Strategy, Performance and Learning

New Opportunities Fund and the Community Fund.

BIG was formally established in law following the ® Communications and Marketing
passage of the National Lottery Act 2006 on 1 @ Finance and Corporate Services
December 2006 when it assumed the responsibilities ® England

of the dissolved National Lottery Charities Board

(Community Fund) the New Opportunities Fund, and ~ ® Northern Ireland

the Millennium Commission. ® Scotland

1.2 BIG aims to bring real improvements to ® Wales

communities and the lives of people most in need. Lo .
To achieve this, we have identified three values that BIG thinking — our strategic framework

underpin all of our work: making best use of Lottery 1.6 We launched ‘Big thinking - our Strategic

money, using knov\/|edge and evidence and being Framework to 2015" in June 2009. This Strategy was
supportive and helpful. More details of our Mission informed by our ‘Big thinking” public consultation as
and Values are on our website at well as what we have learned from our experiences
www.biglotteryfund.org.uk of funding so far. This framework will shape our

funding arrangements over the next six years. In
particular it sets out the steps that we will take to
continue to improve as an intelligent funder over the
next few years.

1.3 BIG is responsible for giving out half of the money
for good causes raised by the National Lottery. Our
funding covers health, education, environment and
charitable purposes. We are a UK-wide distributor
making grants in Eng|and, Scoﬂand' Wales and 1.7 The five principles which guide this Intelligent
Northern Ireland, across the UK and to UK-based Funder approach are:

charities working overseas (through our International @ creating and sharing a clear vision and purpose
Grants programme).

1.4 BIG has a UK-wide Board, which is supported
by four Country Committees and a number of

corporate committees: Resources, Remuneration aligning structures and the use of resources with
and Audit and Risk. our vision

knowing and stating our place in the market

L
® creating a learning organisation
[

managing and adapting to change.
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1.8 We have identified six thematic areas which

will shape the way we use our funding and other
resources to achieve change over the 2009-2015
period. These are: Outcomes; Lasting Impact;
Capacity Building; Working Together; Innovation; and,
Engagement. These themes are helping us help the
communities we serve, shaping the choice and focus
of our new programmes, the way we provide support
to applicants and the range of work we are doing

to promote and share learning among existing grant
holders. In addition, these themes lie at the heart of
the work we are doing to make our processes simpler
and more customer-friendly.

1.9 All of our programmes share the same mission —
to bring real improvements to communities and the
lives of people most in need. They also cover the three
broad themes that are set out in our Policy Directions
as agreed by the UK Government. These are:

@ supporting community learning and creating
opportunity

® promoting community cohesion and safety
® promoting well-being.

1.10 Our aimis to fund projects and organisations
that make a difference. Instead of focusing on what
an organisation is or does, we focus particularly

on what the organisation aims to achieve with our
funding, in other words, the outcomes of our funding.

1.11 Details of all of our current funding programmes
can be found on our website at
www.biglotteryfund.org.uk

Our commitment to equality

1.12 BIG believes in a fair and inclusive society where
people have equal rights, freedoms and opportunities
and where their different needs are recognised and
barriers are removed. We are committed to using

our funding to address the needs of those facing
disadvantage and discrimination and to help reduce
the inequalities that exist in our society.

1.13 Our Equality Strategy 2010 — 2013 provides
a framework for implementing our equality vision. It
includes four areas of work where we want to focus
our attention:

® change internal culture and practice

@ improve equality practice in our funded
organisations

® promote equality for our customers (of access to,
treatment by and benefit from services we fund)
and

® tackle inequality through targeted programmes and
funding policy.

1.14 BIG has adopted a mainstreaming approach to
equality, which ensures we consider the needs of a
wide range of marginalised groups in our planning
and decision-making. We recognise however that
affirmative action (sometimes called positive
discrimination) is also sometimes necessary to effect
real change when there is no other way a group could
be provided for.

1.15 Our equality assurance process has been
designed to help us meet our mainstreaming
commitments. This process is intended to help staff
think about and address the equality implications

of all our business activity (for example, policies,
programmes) during their planning and development
stages and when they are being reviewed.
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1.16 We have also agreed a number of key equality
principles, which underpin our internal and external
business. They are:

® promoting accessibility
valuing cultural diversity
promoting participation
promoting equal opportunities

promoting inclusive communities and

exclusion.

1.17 Need is the fundamental driver for BIG’s work.

Our assessment of need determines the programmes

we develop and the way we distribute our funding.
This requires us to develop a good understanding of
the problems and challenges faced by people, and
the way in which needs go unmet or partially met,
whether by the individual themselves, their family or
community or by the market, the state or voluntary
sector services.

1.18 Thinking about equality considerations as part
of the picture of need helps to uncover where there
are barriers or additional difficulties faced by people
in accessing services, which could be overcome.

We do not equate being a member of a group
protected under equality law as automatically ‘in
need, or ‘disadvantaged’ rather we expect projects
to demonstrate the need that their proposed
beneficiaries are facing, whoever they might be. In
defining need, we will advise projects (irrespective
of whether they are applying to a targeted or open
programme) to think about all of the people that
might benefit and subsequently the barriers that the
design and delivery of the project needs to address.

contributing to the reduction of disadvantage and

1.19 We have established a number of processes,
which enable us to promote equality more effectively:

Governance

» We have developed a clear governance structure
for equality issues, which includes equality being
a regular agenda item at Board meetings and the
appointment of a Board lead on equality.

Human resources

» We provide comprehensive training in equality
and diversity matters. Our programme includes
a mandatory induction module and e-learning
‘equality in the workplace’ programmes for staff
and managers.

» Our staff competency framework sets out the
knowledge, skills and behaviours our staff need to
help deliver our business objectives include specific
equality and diversity behaviours.

» BIG is a Disability Symbol user, which means we
have signed up to five commitments on recruiting,
employing, retaining and developing disabled
people.

» We also participate in the Disability Standard
(managed by the Employers Forum on Disability),
which enables us to identify areas for improvement
in our employment practice and service delivery.
We achieved the Silver Standard in 2009.

» BIG has established a process to support disabled
staff and their line managers to make reasonable
adjustments.

» We have introduced a campaign to address
unacceptable behaviour including bullying,
harassment and discrimination.

» We offer a range of flexible working policies to
enable staff to achieve a work/life balance.
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Communication

» We are committed to ensuring that our marketing
strategies are inclusive and take account of diverse
needs. All events are carried out in line with
our events standards, which include an equality
protocol. Funding programmes are promoted on
our website and through targeted information,
events, conferences and exhibitions.

» We aim to ensure that imagery in our publications
and the language we use reflects the diversity of
the UK population and promotes a positive attitude
to minority communities.

Policy and programme development

» We use an evidence-based approach to policy and
programme development, drawing on relevant
internal/external data and research.

» We continue to improve the beneficiary data we
capture at pre and post-award.

Outreach and development

» We are committed to building the capacity of small,
new and inexperienced groups as well as those
representing marginalised communities, to access
our resources on an equal basis and to improve
the delivery of their outcomes. This commitment
may be delivered directly by BIG, through running
specific capacity building grant programmes or by
working with other funders and stakeholders.

» We are committed to ensuring that this
development and outreach work is targeted on
the basis of development and support needs and
is informed by the outcomes of research and
evaluation.

Pre-application
» We work with prospective applicants to improve
the quality of applications we receive.

» Our ‘Equality Matters’ guide encourages grant
applicants to think about diversity and equality
issues when planning their projects as well as
setting out the equality standards we expect from
grant-holders. This guide is part of our drive to
promote equality and maximise opportunities for
people to take part in the projects we fund. We
have developed a complementary training module
for use by funding advisors.

Application

» Our application materials are produced in plain
English and we ask applicants to advise us if they
have any specific communication requirements.

» We ensure that applicants are made aware of the
equality standards we expect them to achieve. We
do this by clearly stating our equality principles
and using examples of good practice through our
application materials.

» The criteria for grant-making ensures that the
projects we fund support our equality principles by
fully involving the communities they serve, being
accessible in the broadest sense and ensuring that
minority communities are positively portrayed.

» We also expect that applicants have policies
and systems in place to meet their legislative
requirements relating to equality.

» All successful applicants should demonstrate a
commitment to the value of diversity and equality
that is in keeping with their size and the situations
in which they work.

» Our staff receive guidance to ensure that they
assess equality-related criteria in a consistent and
informed manner. This is supported through a role-
specific equality-training programme.



Section 1:
Introduction

» The recruitment process for our decision-making
committees is open, transparent and targets
people from under represented sections of the
community including disabled people, people from
black and minority ethnic communities, young
people and women (where this is within our
powers). Particular efforts are made to identify
and remove potential barriers to participation.

» Decision-makers must demonstrate an
understanding of and commitment to equality
principles as part of the selection process.

» Our decision-making processes are transparent.
Unsuccessful applicants receive feedback and are
told why their projects have not been funded.

Grant management

» We require grant-holders to ensure compliance with
best equality practice as well as legislation, both
internally and externally; this is balanced against
organisational capacity and the size of grant.

Evaluation and research

» We aim to ensure that evaluation and research
specifications take into account access and
participation, and that their design and conduct
do not exclude particular groups. This may mean
allocating additional resources to ensure that
such stakeholders can participate in the
evaluation or research.



Section 2:
Our Joint Scheme

Production of our revised Scheme

2.1 Under the Disability Equality Duty (DED) which
came into force in 2006, BIG was required to produce
an equality scheme. The same requirement did not
exist under the Race Equality Duty 2000 (RED)
however, our Board took the decision to produce a
Joint (Race and Disability) Scheme as we felt it would
allow us to meet the general duty to promote race
equality more effectively.

2.2 We subsequently published our first Joint (Race
and Disability) Equality Scheme on 5 December 2006.
Our first annual progress report was published in
February 2008 and our second report in April 2009.

2.3 The Gender Equality Duty (GED) came into force
on 6 April 2007. Under the Duty, BIG was again

not required to produce a Gender Equality Scheme
however, we agreed that in line with our approach to
the RED, it would make sense to integrate a gender
perspective into our existing scheme.

2.4 Our Joint (Race, Disability and Gender) Equality
Scheme was subsequently published in July 2009.

2.5 Under the DED, BIG is required to review its
scheme after three years. We wanted our revised
scheme to run in tandem with our financial year; 1
April = 31 March and therefore sought and received
permission from the Commission for Equality and
Human Rights to delay production to meet this aim.
We also made a commitment to review and revise
all of the scheme’s existing priorities (not just those
pertaining to disability).

2.6 In drafting our revised scheme’s new priorities
and the action plan for achieving them, we drew on
the results from a comprehensive mapping exercise.
This assessed: achievements made under our former
action plan; equality assurance activity; the results
of a cross-organisation mapping exercise (designed
to assess our current race/disability/gender equality
performance as an employer and a service provider);
and information gathered on current and planned
equality initiatives across the business.

2.7 We then consulted on our draft priorities and
action plan both through our joint union group and
through a series of external focus groups during
August — September 2010. Further details on the
consultation process can be found in section four:
Involvement.

2.8 Our revised scheme and the new action plan
(section nine), reflect consideration of the feedback
from this consultation exercise.

2.9 This work was overseen by a group of senior
managers and co-ordinated by our Corporate Equality
Manager (CEM).

Aims
2.10 We intend to achieve the following outcomes
through our Joint Equality Scheme (JES):

» Increased satisfaction with the delivery of our
functions across all racial and disability groups and
both genders.

» Identification and removal of any potential and
actual negative equality impacts of our functions
and policies.

» A workforce that better represents the public it
serves.

» A workforce that believes BIG is an equal
opportunity employer.

External reporting arrangements

2.11 Under the RED we are required to produce an
annual progress report, which highlights our ethnic
employment monitoring results. Under the DED

we are required to provide an overview of progress
against the disability action points within our scheme’s
action plan, the results of our information gathering
and how we have used this information. We have no
external reporting requirements under the GED.

Internal reporting arrangements

2.12 BIG’s Senior Management Team and Board
will be asked to consider and approve our external
progress reports prior to their external publication.

10
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Our Joint Scheme

Accountability

2.13 Ultimately BIG's Chief Executive and Senior
Management Team will be responsible for ensuring
that the scheme is put into action across BIG.

Review

2.14 0On 27 April 2009 the Government published
the Equality Bill, and on 8 April 2010 the Equality Act
received Royal Assent. The Act includes a new Public
Sector Equality Duty. Parts of the Equality Act started
to come into force on 1 October 2010. It is proposed
that the Public Sector Equality Duty will come into
force in England and in Scotland from April 2011, and
in Wales in Spring/Summer 2011. The duty will cover
all the protected grounds: age, disability, gender,
gender reassignment, pregnancy and maternity, race,
religion and belief and sexual orientation. BIG will
respond to directions arising from this Duty (which
may necessitate revising our current Scheme again)
once guidance has been issued.

11

Complaints

2.15 Employees wishing to complain about BIG failing
to meet its duties under the DED, RED or GED can

do so by raising the matter with their line manager or
Human Resources (for employment matters) or the
Corporate Equality Manager (for external issues).

2.16 Members of the public may make complaints by
contacting our Customer Care and Quality Adviser at:

Big Lottery Fund
1 Plough Place

London

EC4A 1DE

Telephone: 020 7211 3700
Fax: 02072111753

customer.services@biglotteryfund.org.uk



Section 3:
What the law says

Our general duties regarding race,
disability and gender

3.1 The DED, RED and GED require BIG, along with
all other public authorities, to meet general duties to
promote race, disability and gender equality.

3.2 The general duties require us, when carrying out
our functions, to have due regard of the need to:

® eliminate unlawful racial, disability and gender
discrimination

® promote equality of opportunity regardless of race,

disability or gender

® eliminate unlawful harassment because of disability

and gender

promote good relations between persons of
different racial grounds

encourage participation by people with a disability
in public life

promote a positive attitude to people with a
disability
take steps to take account of people’s disabilities,

even where that involves treating a person with a
disability more favourably than other persons.

3.3 To help BIG to meet the general duties, to
demonstrate its commitment and to measure its
success, there are a number of duties it must carry out.

12

The specific duties on race, disability and
gender

3.4 Under the specific duties BIG is required to publish
a disability equality scheme. BIG is not required to
produce either a race or gender equality scheme, but
we have decided that it makes sense to do so.

3.5 Our scheme sets out:
® how BIG will meet the general and specific duties

® how disabled people, people from black and
minority ethnic communities and men and women
have been involved in producing the scheme (see
section four: Involvement)

® an action plan for achieving our priorities.
3.6 It makes arrangements for:

® gathering information about BIG’s performance on

race, disability and gender equality

® assessing and consulting on the likely impact of
relevant policies and functions on the promotion of
disability, race and gender equality and improving

these were necessary

monitoring BIG’s policies and functions to ensure
there is no adverse impact on the promotion of
gender, disability and race equality

publishing the results of such assessments and
consultation

ensuring public access to information and services,
which BIG provides

training BIG staff in the race, disability and gender
duties

reporting on progress and in particular
demonstrating that action has been taken in the
scheme and the appropriate outcomes have been
achieved

® reviewing and revising the scheme.

3.7 The specific employment duties are set out in
Section six of the scheme.
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Three-yearly review

3.8 Under the DED, BIG is required to review and
published a revised scheme every three years. The
revision must incorporate how effectively BIG has met
the actions set out in its previous scheme and explain
what has changed as a result of those actions.

13



Section 4:
Involvement

4.1 In developing our revised scheme, BIG sought
to involve and hear the views of the people who
will ultimately be affected by our policies, functions
and priorities. This included our staff and a range of
external stakeholders and customers.

4.2 When drafting BIG's priorities, we used the
findings from an anonymous staff satisfaction survey
completed in 2009. All responses were analysed in
terms of the respondent’s ethnicity, disability status
and gender which allowed us to identify if there were
any particular trends.

4.3 Our consultation exercise involved members of
both unions and a series of external focus groups.

The focus groups involved organisations representing
the views of disabled people, men and women and
BME communities as well as organisations led by their
members. They included grass roots and subject-
specific organisations together with national and
umbrella bodies.

4.4 In total we conducted five focus group events
(one each in Scotland, Northern Ireland and Wales)
and two in England (South West and West Midlands
regions). Forty organisations participated; 11
representing disability, 10 race, 6 gender and 13
generic/other. See appendix three for details.

4.5 Overall, the feedback from the consultation
exercise demonstrated broad support for the Big
Lottery Fund’s draft priorities.

4.6 A number of the suggestions made by
respondents have resulted in minor adjustments

to the draft priorities. Others will require a written
response setting out our current practice or explaining
that the suggestions lie outside the remit of the
scheme and subsequently its consultation. This has
been managed through a consultation report which
has been circulated to all consultees.

14

4.7 A smaller number of suggestions, however, required
closer attention. Where judged appropriate, these were
translated into recommendations for amended or new
priorities/activities, which the Big Lottery Fund’s Senior
Management Team and Board subsequently gave full
approval for in November 2010.



Section 5:
Gathering evidence

Information systems

5.1 In revising our JES we sought to identify the
various situations where disabled people, people
from BME communities and men and women, came
into contact with our processes and policies, and
what systems we had to measure their experience of
that contact. We identified the following systems as
providing quantitative and qualitative data:

Internal

1. Employment statistics covering each stage of

the employment cycle from recruitment through to
leaving (broken down by race, disability and gender).

2. Employee surveys — recording staff satisfaction
levels with different aspects of working for the
Big Lottery Fund (broken down by race, disability
and gender).

3. Benchmark reports — 2009 results from the Big
Lottery Fund’s participation in the Employer’s Forum
on Disability’s Disability Diagnostic.

4. Achievements made under internal priorities within
scheme’s action plan.

5. Equality assurance activity (regarding
internal business).

External

1. Application, award and awarded amount rates
for projects directed at or of particular relevance
to disabled people, people from black and minority
ethnic communities and men/boys or women/girls
(see appendix 5).

2. Accessibility requests (information or events).

3. Complaints (disaggregated by the race, disability
and gender discrimination dimension of the request
or complaint).

4. Customer satisfaction survey results.
5. BIG’s evaluation and research.

6. Achievements made under external priorities within
scheme’s action plan.

7. Equality assurance activity (regarding external
business).

Analysis, action planning and review

5.2 Evidence gathered from the above information
systems was then analysed and used to inform

our action plan. We will continue to gather evidence
periodically to review the effectiveness of our
action plan.

15



Section 5:
Gathering evidence

New information systems

5.3 Our new priorities (as set out in section nine)
include a number that will develop/adapt systems for
the collection of new sources of information:

® Internal priority 2 — BIG will undertake a paper-
based review of the experiences of disabled job
applicants.

@ Internal priorities 5 and 6 — BIG will explore
opportunities for setting up staff networks and
using feedback to inform policies and practices.

® Internal priority 10 — BIG will undertake an internal
equal pay audit.

® External priority 2 — BIG will develop beneficiary
funding profiles to help identify and respond to
funding patterns.

® External priority 5 — BIG will introduce new
beneficiary equality data requirements to applicants
and grantholders, which will provide more robust
information about who is/is not applying, receiving
and benefitting from BIG's funding.

® External priority 7 — BIG will identify good equality
practice among funded projects and share this
information with wider stakeholders.

® External priority 9 — BIG will commission a number
of qualitative studies to identify how effectively
our funding meets the needs of different
beneficiary types (beginning with gender).

® External priority 11 — BIG’s customer insight
group will explore the best mechanism for
determining the experiences of customers by
race/gender or disability.



Section 6:
Employment duties

6.1 The RED imposes a specific duty to monitor
employment policies and procedures. It requires us to
have in place arrangements for fulfilling, as soon as

is reasonably practicable, monitoring of the following
aspects of employment by reference to racial group:

® Numbers of staff in post

® Numbers of applicants: for employment
(internal and external recruitment)

® Numbers of staff who apply for and receive training

® Numbers of staff who benefit or suffer detriment
as a result of performance assessment procedures

® Numbers of staff involved in grievance procedures
® Numbers of staff subject of disciplinary procedures
® Numbers of staff leaving employment.

6.2 The DED is less prescriptive and states that public
bodies must set out arrangements for gathering
information about recruitment, development and
retention of disabled employees and put these
arrangements into practice. The GED states that
public bodies must gather and use information on
how the public authority’s policies and practices
affect gender equality in the workforce. As the RED
requirements are more comprehensive, we have
decided to adopt the same monitoring procedures for
all three strands.

Monitoring staff in post and applicants

for employment (internal and external
recruitment)

6.3 Our online application form makes completion of
personal monitoring information mandatory (with the
exception of sexual orientation which is voluntary).

6.4 Staff are able to update their personal files
electronically and are reminded to do so on an
annual basis.

6.5 This information can be linked to each member
of staff’s unique personnel number and other
demographic data such as age and grade. The system
incorporates the latest industry standard reporting
tools and allows us to track the experiences of staff,
by ethnicity, disability status and gender, at each

of the required “aspects of employment”: that is,
numbers of staff in post and numbers of applicants
for employment etc.

Monitoring staff who apply for and receive
training

6.6 We provide a wide range of training opportunities.
Our online system allows us to collate and monitor
formal training data.

Monitoring staff who benefit or suffer
detriment as a result of performance

assessment procedures

6.7 We report on performance appraisal grades as
well as the receipt of performance related bonuses
following nomination.

Monitoring staff involved in grievance
procedures or the subject of disciplinary

procedures
6.8 We currently monitor all formal grievance and
disciplinary cases.

17
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Employment duties

Monitoring staff who are leaving BIG

6.9 We currently monitor all leavers as well as reasons
for leaving and conduct voluntary exit interviews,
which enables qualitative data to be captured.

Analysis and action planning
6.10 We are committed to collating and analysing our
monitoring data annually.

6.11 In line with the general duty of the RED*, we
will take action when the monitoring data presents
adverse impact on grounds of ethnicity. We will also
take action where the data identifies an adverse
impact on grounds of disability and gender.

Publishing results

6.12 We are required to publish the results from
our monitoring every year. We do this through BIG’s
Annual Accounts and Report.

* To have due regard to the need to eliminate unlawful racial
discrimination; promote equality of opportunity; and promote
good relations.

18



Section /:
Access to information
and services

7.1 Under the RED, we are required to provide details
of the information and services we provide and to
summarise how we make these accessible. The DED
does not impose a similar requirement; however in
the interest of good practice we have applied this
principle to the whole scheme in recognition of the
particular difficulties that can be experienced by
disabled people. We have also acknowledged gender
accessibility issues where relevant.

7.2 We have identified a series of key customer
interfaces, which relate to implementing our policies and
functions. We have then scoped how we currently make
those interfaces accessible. Lastly, we have identified
how we will take action to improve accessibility further.

7.3 The following key customer interfaces have
been identified:

1. External events

Enquiries

Outline proposal

Application

Assessment

Grant set-up and grant management

Publications

© NO Uk WN

Day-to-day communication
9. Website

7.4 For the purposes of identifying people with
accessibility requirements the following key groups
have been listed:

» Visually impaired people
» Deaf and hearing impaired people

» People with mobility impairments

» People with learning disabilities

» People with a mental health condition (where
relevant)

» People whose first language is not English.

19

1. External events

General accessibility

» We host events to provide information about
our grants programmes (information events and
conferences) and to seek feedback from key
stakeholders (consultation events). Our mailing
lists are inclusive of groups representing race,
disability and gender issues.

Invitations to our external events include a request
for attendees to notify us if they have any access
requirements. Examples are provided.

Staff organising events are required to carry out
equality access checks.

Visually impaired people
Hand outs can be produced in large print on request.

Where the lead-in time is four weeks or more we
can produce hand-outs in Braille or audio-cassette.

Electronic versions of hand-outs (compatible with
voice activated software such as Browsealoud or
JAWS) can be produced in advance on request.

Deaf people (people whose first or preferred

language is Sign Language) and hearing impaired

people

» Sign Language interpreters, sign supported
English communicators, lip speakers and Palantype
note-takers (a note-taker that uses a system of
taking notes on a computer screen which a deaf
person can then read from the screen) can be
provided on request.

Portable loop systems can be hired if a request is
made and the booked venue does not already have
an installed loop system.

People with mobility impairments

» We only book venues that are accessible
to wheelchair users and other people with
mobility impairments. This includes car parking
arrangements, the entrance, toilets and all rooms
to be used.



Section 7/:
Access to information and services

People with learning disabilities
» Key support workers can attend events alongside
people with learning disabilities.

» Hand outs can be produced in easyread (a format
for people with learning disabilities) on request.

People with a mental health condition

» Key support workers or colleagues can attend
events alongside people with mental health issues
if requested.

People whose first language is not English

» In the case of targeted events, we will consider
using outsourced tailored services appropriate to
the audience, such as language interpreters for
people whose first language is not English.

2. Enquiries

General accessibility

» We have developed a protocol for staff to follow
when responding to enquiries relating to the need
for accessible information.

Visually impaired people
» No additional provisions.

Deaf/hearing impaired people

» Enquiries can be made using textphone and
typetalk (including contact with staff within BIG's
Information and Policy teams where required).

People with mobility restrictions
» No additional provisions.

People with learning disabilities
» No additional provisions.

People for whom English is not their first language

» Our enquiry service uses ‘language line’, which
provides a phone based interpretation service for

callers for whom English is not their first language.

3. Outline proposal

General accessibility

» Some of our grants programmes operate an outline
proposal or pre-application stage. Where pre-
application outreach support is available, it consists
of signposting, detailed policy information on
programmes and demand management.

» On the outline proposal form (OPF) applicants
are advised to let us know about any particular
communication requirements they might have.
We make a commitment to consider all reasonable
requests for particular formats or interpretation
support.

» BIG will only accept outline proposal forms,
completed in English (with the exception of those
designated under the EU Charter for Regional or
Minority Languages and Welsh Language Act 1993).

Visually impaired people
» The OPF can be supplied in large print on request.

» We will consider producing the OPF in Braille and
audio-cassette if requested.

» The OPF is available as an electronic document on
BIG’s website. Where the OPF has an RTF version, it
can be read aloud using the installed screen reader
software ‘Browsealoud’. Applicants may also use
other screen reader software such as JAWS. The
OPF form can be enlarged on screen and it can
be completed electronically with screen-writer
software and submitted via email (along with a
signed printed copy). Feedback from customers
suggests, however, that there can be usability
difficulties with RTF, for example, formatting and
layout problems. We have produced a question and
answer sheet to deal with RTF queries.
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» For some grants programmes, the OPF is only
available in a PDF version. In these circumstances it
can also be read-aloud using screen reader software.
Individuals with access to a PDF writer can complete
the form electronically. However, this equipment is
not in common usage and therefore we recognise
that this is not a real option for most people.

Where individuals are having difficulties with using
either our RTF or PDF forms, we may consider
reproducing the forms in plain Word format if we
consider this to be the most reasonable response.

Deaf people (people whose first or preferred

language is sign language) and hearing impaired

people

» We have a commitment to produce our external
materials in plain English to make them clearer and
more accessible to everyone.

» No versions of the OPF are produced in British Sign
Language (BSL) format.

People with mobility restrictions
» Screen reader (and writer) facilities such as
Browsealoud and JAWs also apply here.

People with learning disabilities
» No versions of the OPF are produced in
easyread format.

» We will consider holding a meeting or information
event to explain the content of the OPF.

People for whom English is not their first language

» Requests to provide the OPF in community
languages will be considered if they are judged to
be the most appropriate response.

» We will consider holding a meeting or information
event with an interpreter to explain the content of
the OPF.

» Screen reader (and writer) facilities such as
Browsealoud and JAWs also apply here.
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Improvements
» We will continue to monitor the demand for
application materials in BSL and easyread formats.

» We will ensure that screen reader/writer
considerations are built into the development of
our new online system as far as possible.

4.Application

General accessibility

» On the application form, applicants are advised to
let us know about any particular communication
requirements the key contact might have. We
make a commitment to consider all reasonable
requests for particular formats or interpretation/
translation support.

BIG will only accept application forms, completed
in English (with the exception of those designated
under the EU Charter for Regional or Minority
Languages and Welsh Language Act 1993).

Visually impaired people
» The application form can be provided in large
print on request.

» For some grants programmes, a disk version of the
application form is available. The disc is compatible
with screen reader software such as Browsealoud
or JAWS. Applicants can complete their application
form on the disc and submit it to us (along with a
signed printed copy). It should be noted that the
electronic application form is not compatible with
Apple Macs. For some programmes the application

form also comes in a downloadable version.

For some grants programmes the application form
is available in a RTF version on BIG’s website, which
can be read aloud using the installed screen reader
software Browsealoud. The documents can be
enlarged on screen and the application form can be
completed electronically and submitted via email
(along with a signed printed copy). Applicants

may also use other screen reader/writer software
such as JAWS. Feedback from customers suggests
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however that there can be usability difficulties with
RTF, for example, formatting and layout problems.
As before we have recently produced a question
and answer sheet to deal with RTF queries.

For some grants programmes, the application

form is only available in a PDF version. This is the
decision of the individual programme development
team. Guidance notes are only ever produced

in PDF format. In these circumstances the
documents can be read aloud using screen reader
software. Individuals with access to a PDF writer
can complete the form on screen however this
equipment is not in common usage and is therefore
not a real option for most people.

» Where individuals are having difficulties with using
either our RTF or PDF forms, we may consider
reproducing the forms in plain Word format if we
consider this to be the most reasonable response.

Deaf people (people whose first or preferred
language is Sign Language) and hearing

impaired people

» We produce our external materials in plain English.

» No versions of the application form or guidance
notes are produced in BSL format.

» We will consider holding a meeting or information
event for groups (involving sign language
interpreters) to explain the content of the
application form and guidance notes.

People with mobility restrictions
Screen reader (and writer) facilities such as
Browsealoud and JAWS also apply here.

People with learning disabilities
» No versions of the application form or guidance
notes are produced in easyread format.

» We will consider holding a meeting or information
event to explain the content of the application
form and guidance notes.
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People for whom English is not their first language
» We will consider requests to provide the application
form and guidance notes in community languages if
we judge this to be the most appropriate response.

» We will consider holding a meeting or information
event with an interpreter to explain the content of
the application form and guidance notes.

» Screen reader (and writer) facilities such as
Browsealoud and JAWs also apply here.

Improvements
» We will continue to monitor the demand for
application materials in BSL and easyread formats.

» We will ensure that screen reader/writer
considerations are built into the development of
our new online system as far as possible.

5. Assessment

General accessibility

For some grants programmes assessments are largely
paper based. For programmes, where assessments are
intended to be largely telephone based, grants staff
are advised to carry out visits where communication
needs suggest that face-to-face contact is more
appropriate, for example, for individuals who

speak English as a second language or who have
communication-related disabilities.

Visually impaired people
» No additional provisions made.

Deaf people (people whose first or preferred

language is Sign Language) and hearing

impaired people

» Sign language interpreters and Palantypists can
be provided on request if we make a visit
assessment. Textphone, Typetalk and videorelay
are also available.

People with mobility restrictions
» We may make an assessment visit if the applicant
has difficulties with an assessment on the phone.
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People with learning disabilities

» We may make an assessment visit if the main
contact’s communication needs suggest that
face-to-face contact is more appropriate.

People with a mental health condition

» We may make an assessment visit if the main
contact’s communication needs suggest that
face-to-face contact is more appropriate. A
support worker or colleague can attend an
assessment visit alongside people with mental
health issues if requested.

People for whom English is not their first language

» We may make an assessment visit if the main
contact’s communication needs suggest that
face-to-face contact is more appropriate.

» We will also consider providing an interpreter
if requested.

» Screen reader (and writer) facilities such as
Browsealoud and JAWs also apply here.

6. Grant set up and grant management

General accessibility

» Grant set up and grant management involves setting
up and making payments and monitoring progress
against agreed outcomes. We have produced a series
of forms to help in this process, for example, a bank
details form and end of year progress report.

» BIG will only accept grant set up and grant
management forms, completed in English (with the
exception of those designated under the EU Charter
for Regional or Minority Languages and Welsh
Language Act 1993).

Visually impaired people
» Grant set-up and grant management forms can be
produced in large print on request.

» Forms will be provided in Braille and audio-cassette
format where, following discussions, we consider
it to be the most appropriate response to an
access requirement.

» A selection of grant set-up and grant management
forms are available electronically on BIG's website.
Those available in RTF can be emailed to the grant
holder and read-aloud using screen reader software
such as Browsealoud or JAWS. RTF format forms can
also be enlarged on screen and can be completed
electronically and submitted via email. Those
available only in PDF can only be read aloud but
cannot be completed electronically. PDF forms
include bank details forms.

Deaf people (people whose first or preferred

language is Sign Language) and hearing

impaired people

» Grant set-up and grant management forms are
produced in plain English.

» We do not currently produce any of our grant set-
up and grant management forms in BSL format.

» We may suggest holding a meeting involving Sign
Language Interpreters where communication
difficulties suggest that face-to-face contact is
more appropriate.

» Hearing impaired grant holders can communicate
with us about grant set-up and grant
management, using textphone or typetalk.

People with mobility restrictions
» Requests for forms in audio-cassette will be
considered on a case-by-case basis.

» Screen reader facilities such as Browsealoud and
JAWS also apply here.

People with learning disabilities

» We have produced an easyread version of our
end of year progress report (in conjunction with a
People First organisation). All other forms are not
currently available in easyread format.

» We may suggest holding a meeting if there are
grant set-up or grant management issues which
need to be discussed and there are likely to be
communication difficulties if the phone is used.
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People with a mental health condition

» We may suggest a visit if the main contact’s
communication needs suggest that face-to-face
contact is more appropriate. A support worker or
colleague can attend alongside an individual with
mental health issues.

People for whom English is not their first language
» We do not currently produce any of our
grant set-up or grant management forms in
community languages.

» We may suggest a visit if the main contact’s
communication needs suggest that face-to-face
contact is more appropriate.

» We will also consider providing an interpreter
if requested.

» Screen reader (and writer) facilities such as
Browsealoud and JAWs also apply here.

Improvements

» We will continue to monitor the demand for grant
set-up and grant management forms in easyread
and BSL formats.

» Where individuals are having difficulties with using
either our RTF or PDF forms, we may consider
reproducing the forms in plain Word format if we
consider this to be the most reasonable response.

7. Publications

General accessibility

» We produce a comprehensive range of publications
that includes application and grant management
materials, evaluation and research findings, regional
newsletters and promotional materials.

» We have produced house style guidance, which
applies to internal and external communication. Our
presentation style is open and accessible. All our
external publications are edited into plain English.

» In our publications we are committed to using text
and images that which project a positive image of
disabled people, people from BME communities and
men and women (included transgendered people).

» All publications state that anyone with particular
communication requirements should let us know
about them. Examples of possible solutions are
listed. We will respond to reasonable requests.

» We produce publications in alternative formats or
community languages on demand, except for a
small number of large print versions.

» In line with the Welsh Language Act 1993, we
produce our publications that relevant to Wales in
English and Welsh.

Visually impaired people

» We will respond to reasonable requests to produce
publications in large print, Braille and
audio-cassette.

» The website can be enabled for speech using
Browsealoud, which comes in two versions: a
screen reader and a PDF reader. The software is
free for the external user to download.

Deaf people (people whose first or preferred

language is Sign Language) and hearing impaired

people

» We make a commitment to produce all external
publications in plain English.

» DVD information materials are produced with Sign
Language interpretation and English subtitles.

People with mobility restrictions
» No additional provisions.

People with learning disabilities
» We will respond to reasonable requests to produce
publications in audio-cassette.

People for whom English is not their first language
» We will respond to reasonable requests to produce
publications in community languages.
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8. Day-to-day communication

General accessibility

» All of BIG's offices are subject to an accessibility
audit before they are leased. This ensures that
they meet appropriate accessibility standards for
visiting customers.

Visually impaired people

» All our offices meet DDA accessibility signage
requirements in terms of routing to the main
reception area. From this point onwards, all visitors
are escorted to meeting rooms.

Deaf people (people whose first or preferred

language is Sign Language) and hearing impaired

people

» All offices are equipped with functioning textphone
facilities and loop systems in meeting rooms.

» We will provide a Sign Language interpreter if
required for an internal meeting.

People with mobility restrictions
» No additional provisions.

People with learning disabilities
» Key support workers can attend internal meetings.

» An agenda and key questions can be supplied in
easyread format before internal meetings.

People for whom English is not their first language
» We will provide an interpreter if required for an
internal meeting.

9. Website

General accessibility

» Our website provides information on all our funding
programmes, how to apply for funding and our
latest grant awards. It also includes information on
job opportunities.
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It has been designed to meet Web Accessibility
Initiative (WAI) Content Accessibility Guidelines
set by the World Wide Web Consortium (W3C).
We aim to ensure the site conforms to ‘Double-A’
standards wherever possible. Our website has a
text-only site as well as an enhanced site with
pictures which is fully compatible with screen
reader software, Braille and magnifying software.

In the past year our Web team, have carried out a
range of actions to create strong foundations for
the accessibility of all of our online services.

We requested the agency Webcredible to supply

us with a set of accessibility guidelines which
consolidate and add practical advice to the W3C
quidelines, which are the default standard. We
subsequently pass these to our suppliers to lay down
our requirements and illustrate how to meet them.

We also commissioned the agency Fortune
Cookie to provide us with exemplar good practice
guidelines for online forms. These will be used on
all of our future web forms.

We have begun work on an online help system.
Initially this will be focused on funding application
queries but it is expected to grow. It will be another
means of getting extra assistance, alongside our
email, phone, textphone and live chat — so people
can choose the channel most appropriate for them.

We commissioned copywriting agency Sticky
Content to audit our application forms and
guidance notes. They assessed the effectiveness of
the documents against best practice. The process
also involved examining how print material would
need to be reworked/re-presented to work well
online. This included examining:

1. Structure and logic: How easy are the
documents to follow? How logical is the
presentation of information?
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2. Presentation and navigation: Is the
presentation of the written content easy to
read? Do the documents give clear direction to
the customer?

» Their report highlighted several significant issues.
As a result, the guidance and forms for our People’s
Millions 2010 funding programme were radically
reworked and slimmed down.

» The application form was also created as an
interactive PDF using Adobe LiveCycle. This
enables people to type and send applications by
email. The revised guidance and form were then
evaluated by two external agencies. Sticky Content
judged them to be “a very big improvement”.
Nomensa conducted user testing and an
accessibility audit. Their recommendations to solve
the few issues found were all taken on board.

» All of the above will be used over the next few
years as BIG develops its comprehensive web
portal for grant applications and management.

Visually impaired people

» The website can be enabled for speech using
Browsealoud, which comes in two versions: a
screen reader and a PDF reader. The software is
free for the external user to download.

Deaf people (people whose first or preferred

language is Sign Language) and hearing impaired

people

» We have started adding captions to our online
videos, in addition to providing written transcripts.

People with mobility restrictions
» Screen reader (and writer) facilities such as
Browsealoud and JAWSs also apply here.

People with learning disabilities
» No additional provisions.

People for whom English is not their first language
» Screen reader (and writer) facilities such as
Browsealoud and JAWSs also apply here.
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Requirements

8.1 Under the RED, public bodies must set out in
their scheme their arrangements for assessing and
consulting on the likely impact of their proposed
policies and functions on promoting race equality.
Under the DED, we are required to set out in our
scheme our arrangements for assessing the impact
of our activities on disability equality and improving
them when necessary. With the GED, public bodies
are required to set out how they will assess the
impact of their current and proposed policies and
practices on gender equality.

BIG’s Equality assurance process

8.2 We believe that a mainstreaming equality
approach is the most effective way of making our
equality commitments real and putting our equal
opportunities policy and principles into practice. In
Spring 2005, we launched our pilot equality assurance
process. This coincided with the development of
many new policies and functions following the
administrative merger of the New Opportunities Fund
and the Community Fund in June 2004. The equality
assurance process was evaluated and subsequently
re-launched in 2006 and is now mandatory across all
high-level areas of business.

8.3 The equality assurance process is designed to
help staff identify and address potential adverse
impacts (across nine grounds including race, disability
and gender) when developing all of our new policies
and functions. Guidelines, a report form, advice on
good practice and web links are available together on
our intranet.

8.4 When determining the potential for adverse
impact, staff must draw on information that is
relevant to the target audience of the policy or
function. This includes monitoring data such as
funding or HR statistics, evaluation and research
findings and the results of informal consultation with
relevant stakeholders. Staff must then consider this
information with the commitments set out in our

equal opportunities policy (including our equality
principles) and relevant equality legislation Staff
are helped in judging the effects of our policies and
functions through a set of equality prompts (see
Appendix seven).

8.5 Where a potential adverse impact is identified
staff must state whether it is justified or not. If it
cannot be justified, action must be taken to remove
or reduce the potential adverse impact. The equality
implications of all new and reviewed policies and
functions, identified through the equality assurance
process, must be brought to the attention of
decision-makers when they are deciding whether to
sign off the policy or function for implementation.
This is drawn to their attention through a specific
section -‘Equality implications’, which should feature
in all internal papers.

8.6 Staff must also build in monitoring arrangements
to allow the equality impact of the policy or function
to be reviewed a year later. When reviewing the policy
or function, they should consider whether there
should be a full equality impact assessment (involving
formal consultation) if there is evidence of significant
equality impact.

8.7 When conducting formal consultation as part of a
full equality impact assessment, our processes will be
accessible, proportionate and appropriate to the issue
we are consulting on. We will select from a range of
consultation methods, for example, circulating copies
of proposals to targeted consultees, hosting meetings
and website consultation. The targeted consultees
will be drawn from our mailing lists, which include a
large number of bodies representing race, disability
and gender issues. We will ensure that the results of
the consultation process are fed into the appropriate
decision-making processes and actions taken as agreed.
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Identification of policies and functions for

equality assurance

8.8 In most cases, we conduct equality assurance
during the development or scheduled review of a
high-level policy or function. When equality assurance
has not been completed, the following criteria are
used to determine whether equality assurance should
be carried out in advance of a scheduled review:

@ where a policy or function is likely to be of
particular relevance to particular groups (for
example a new funding programme)

® where there is existing evidence about the adverse
impact on particular groups.

Publishing results

8.9 The results of equality assurance and full equality
impact assessments (including consultation results)
will be included within our JES progress reports.
Details of equality assurance activity during the
period December 2008 — March 2010 can be found
in appendix six.

28



aoualajey Ajuold Abajelis saiyenby = ¥yds3

$924N0S3Y uewnH

‘paJinbal ‘91e1udoidde se

sl uoioe Aue JI A43uspi 01 0 L/€0/ L € Buipua Jeak UOI3De 3e] puUe Salepipued pajgesip

abelane o|g spiemol (%2 ay1 bulinp sa1epipued pa|gesip Jo sadualiadxe €7'G/auo 1102 Buowe a1eJ uoisIaAu0D 9a3ul0dde

SI [9A3] JUSJIND) 9SBAIDUI [BNUUY 3y3 JO MalAal paseq Jaded e aye1uapun ||IM 9)|g L Kyoud yaJteyy Ag | 03 uonedidde moj syl alojdxa o ‘¢

juawabeuew jje1s

19Kojdws Ajpuaiiy
Ayjigesip e se 9|g bunjowo.ud oy sainunjioddo

A}13UBpI 03 91ISGOM JUBLIYINIDDI SH MIIASI [|IM D)|g €
"BAJB SIY3 Ul SS9DINS

Buinaiyoe ss1poq 103235 a3eAlid/s1gnd Jsy3o Jo $92.N0S9Y UrWNH
(%6 1) uoneindod s92130e.d 2y3 WoJy utes| pue A41ausp! |IM D) T '51g 18 S31UEdeA
Buiiom spiemoy (%G € sl "SJa1lJeq [erpuajod 03 puodsal pue A}ijuspl €7°G/auo Joj buiA|dde ajdoad ps|qgesip
[9A3] 3Ua.1IND) BSEAIDUI [BNUUY 01 $9559204d JUBWIINIIRI-D S} MBIAS [|IM D) L Aol buiobup JO Jaguinu ay3 aseasdul o] “|

uonowo.id/jusawiiniday

a1ep

paJnseaw 3q SS922NS ||IM MOH S3IHANDY ,4dS3 196.ue] Aypqisuodsau pesj pue Ajond

J1ay3ab03 Ajosojo auow bunjiom sweay/sisbeuew yum pue ‘4jeis o}
aouepinb pue 3ioddns aA1309)49 ‘Juswabeuew A3jenb 01 JuswiiwWod ||nj e y3m ‘pabeuew-jjom si uoiresiueblio ay3 1ey3 a1esisuowap apA :GIDVNYW T13M SI D19

:3AILD3Ird0 IAILVHOYHOD s.019
sa1juoLid Jeusayu)

"WBY] PaA3IYIR DARY DM USYM MOUY [[IM dM MOY pue
way3 buluuidiapun saiiAloe ay3 ‘AIaAlap J1dy3 1oy a|qisuodsal st oym JO S|ie3dp Yim Jaylabol saijiolid [eulaixa pue [eulaul $,3Wayds JNo N0 $39S UOIIDAS SIY L

uejd uollde pue Sanilold
6 UOIID3G

29



aoualajey Ajuold Abajelis saiyenby = ¥yds3

‘Sol}|ioey pue
S9IAJSS 9n0iduwll pue sad13deld pue saiijod uno

$924N0S3Y UeWNH

'D|g 104 bupjiom Jo sousiIadxe Jivyy

wliojul 03 (sdnoub snooy “6'9) jou Ji sayoeoidde G'7'S pue uo >2eqpasy aAlleljenb apinoid
J2y30 Jo ‘paysligeisa 4 ‘sdnob jioddns ¥'Z g/su0 +11L0C | ued(ps|gesip pue 3Wg Ajuejnoied)
S3NsaJ ASAINS 4435 1Je3S 9yl wody pauieb 3oeqpasy asn |IM 9| Aoud | Aey woi4 JJP3S ||e 1ey1 2unsus 0] ‘9
‘soaho|dws pajgesip Jo 30adsal ul buines) €7°G/auo Buiobup
10} SUOSeal pJodal 03 J4e1s abeinodua ose ||Im og Kyond $92.N0S9Y ueWNH
‘(44e1S g9 pue ‘1Je1s
J4e3s 3 g "69) y1omiau J4e1s 1aylo a3esodiodul pa|gesip buouwe s|9As| uoi3oeysiles
0} papuaIXa 9q Aew Siy| “I0MIaU JJe1S pa|gesip ' g/au0 L 10T J3MO| pa3e2IpUl Y2IYyM ASAINS JJIS
S3Nsa1 ASAINS 4435 e dn Bbuijiss 1o} serunyioddo a10jdxa [Im D)|g A3io1d Kew Ag | s91g 4o synsal ay3 03 puodsal 0] °G
)Peqpasy jjels
$92.N0S9Y uewWnH
"SUOISSS buisIeI-SSaUIRME JO SBLI9S 0L0Z ‘dwwelboud
B UnJ pue 1514 ased) Aq papiroid swwelboud €7°G/auo Jawwing aoueisisse aakojdws s,9|g ssadoe
9DIAIDS JO xe1dn 2oue)sisse aakojdwa s31 yosune|-al ||IM 9|9 Kyond bunng Ued }Je31s 1eyl ainsus o]
yioddns jjers
‘dwwesboud
juswdojansp juswabeuew s9|g Jo 3Jed w.oy 1o
951n0> A10jepuewl a1eledas e aq Jaylia [|IM YdIym
S3nsal sJabeurW 104 9SIN0D JDUISIP B SB ||9M Se }41S €7°G/auo L10C
ASAINS }4e1S pue UoIleN|eA] | 10} 9SIN0D JUSpPIFUOD) AJ|Igesiq e Ino ||0J ||IM D) Ayond judy Aq
‘siobeuew 1oy padoj@Asp aq ||Im 30|id Y3 WO}
sjuiod buiuies| uo buimelp ‘Juswndop aouepinb vy
Buiuies| sopim (1l pue ||e ‘A|peo.q a1ow paJtsyjo aq Aew sbuipuly 03 $92N0s3y uewny
104 491399 sso20.1d ay1 axew ued | 323[gns yoiym swayds 1ojid e ybnouyy syuswadeld €7°G/auo "JUSpIUOd AJjIgesip aiowl
aM moy (1 A413uspl 03 uolenjead JOM Pa3SISSe JO sa1us e buliajjo si o)g Kyond Buiobup 2Wo029q 03 siabeuew ajgeus o] ‘g
91ep
pa.nseaw 3q SS922NS ||IM MOH S3I}ADY ., 4ds3 196.ue] Aypqisuodsau pesj pue Ajuond

30



aoualajey Ajuold Abajelis saiyenby = ¥yds3

(sdn jnydjay
pue aouepinb jo juswdojpasp ay3 ybnouyl)
sabueyd Aue yum Ajdwod pue jo aieme spew ale

salMjenb3

91e40d.10) pue Jusawaindoid
"sa1Np

Ayjenba uspusb pue Ayjigesip/aoe.
ay3 yum Ajny Adwod sainpadoud

}JB1S JUBA3|RJ 3JNSUD pue sainpadoid 10eJ3u0d SSo.oe peal 1102 10BJ3UO0D pue Juawaindold
$329y2 aoueldwod pue jusaWaInd0.d S} SSIASI PUB M3IASI ||IM D ‘Ll 3934pON Kew Ag $Olg 1Byl ainsus o] " |
Juswaindo.id
$924N0S3Y UeWNH
‘92130e.d 1o} Alie}
}pne wouly buisiie uoiyoe 9'7’G/auo L L0z | soakojdwsa buipiemal pue Aed jenbs
juanbasgns Aue pue sjnsay “3pne Aed |enba |euJajul ue axeliapun |IM D) 1 K310l yalew Ag | bBuipinoid sioig ieyiainsua o] QL
$924N0S3Y UeWNH
0L02Z "S99PUSIIR ||B JO Suswalinbal
synsal Aanuns | -g|qissod se Ajapim se pajowoud si 31 Jey3 ainsua Z'z'G/auo | JaquianoN | ssadoe ay3 19awl buluiesy/sbuissw
}JE31S pue uonenieAs buiuies) pue 2ouepinb pue 3si23yd e dojaAsp ||Im O L Kyond Aq [PUJDIUI JBY] DINSUD O] ‘6
syijauaq pue Aed }jeis
$924N0S3Y uewnH
] ] -dwwelboud co_u%:_uc_ 30ed oM 3U)
91e40d10D Sy 4O 1ied se ,inoiAeyaq a|qeidadde, . 0L07 Ul UoreUILLDSIP SBUS|[RYD 01 3|qe
HO 9INPOLL MaUl & 9ONPOIUT 0SIE M Did 4 TS pue uwn3ny ale pue InoiAeyaq a|qeidadoeun
'SUOISS9S L'z’G/auo | /iawuwng $91N1I11SUOD 1RYM puRISISPUN
S3Nsa4 ASAINS 4435 JJopn 18 Anubiqg 4o ssuss e buluuni aq im 9|g 1 A3io1d buung }Je3s ||e 3eY3 aInsus o] ‘g
$324n0S9Y uewnH 1 saipjenby
"SjusWalINbal
‘sa13unyioddo Juswdoasp pue bujules) J19Y3 199W 01 S||I)S 83 pue sainp
Ayis1aA1p pue Ajijenba buiisixe juawadwod |jim TS pue Kyjenba uspuab pue Ayijigesip
S1nsaJ uoilen|eAd | siyy siabeuew pue jjeis Joj awwelboid Ayisianip L'Z'G/auo 0L02Z ‘9DBJ 3] JO SSBUIBME JUBIDI}INS
pue 1591 ‘siaquinu uolieddilled pue Ayjenba buiuies|-a ue buiseajal aq ||Im 9|9 1 Kyio1d Jawwng SABY 4JB3S ||B 3By} 2INSUS O] /.
bujuses|/bulures)
91ep
paJ4nseaw 3q SS322NS ||IM MOH S3IMAIDY ,4dS3 39b.e) Ayqisuodsaa pesj pue Ajond

31



9cc sa1)jenb3 ajesodio) pue Adjjod
‘Bupjew-uoisap 99131WW0D 4O 3j0d -GG "sa111jenbaul
ay1 pue sayoeoudde dnsijoy ‘sdiysiaulied aaizoeoid ‘1'G°G/Ino4 w93 | ssalppe o1 buipuny uno buinabley oy
uolen|eAs wJay buo’ ‘buiuoissiliwod se yans suoiido a1o|dxe ||Im 9)|g L Kiong JabuoT swisiueydawl Japim aJojdxs o] €
espue
‘(3uswdojansp swwelbold L'€'G /om} b d
10 Ao1j0d “uom juswdojpAsp pue yoeai3no eia ba) Kjuoud pue Mw_u__m: 3 wum‘_om‘_ou
Buipuny ur sdeb sjgeydaddeun o3 buipuodsal pue 8°G'G pue pue jusludojaAaq swuelbold
BuiA}i3uspr 03 M3IA B Yy3IM Wi} JSAO S3NSaJ [eN1de 966G - WENISEINE
sa|iy0.4d buipuny Asedijausq asAjeue |im pue sbejs Juswdopasp swwelboud 1'G"G/Inoy puodsau pue (2dA3 Auepdiysuaq
$309|424 buipuny jo peaids 1e s9|ijoud buipuny Asepdijausq dojaasp ||Im o) L Kiolid Buiobup Aq) sdeb buipuny Ajiauspi o]
. £olj0d
8'G'S d 6
Aaijod PUE 9'G'G pue jusawdojanag swwesboud
SSOUDAID944D | Buipuny pue ubisap swweiboid ybnoays ssiyijenbaul -GG Ko1j0d
2ouepInb Jo mainal pue Buissaippe Jo sAem aA1329443 J9pisuod 01 papinb ‘1'G'G /4noy Buipuny pue ubissp swwe.bouid
uoI3eN|eAs wJa3 buon 3q ||!M 3uswdojarsp swwelboud ul paAjoAUl 4JeIS l Ayuond | buiobup ybnouya saiyjenbaul ssaippe o] ' |
y4om o1bajenys
painseaw 91ep
9Q SS322NS ||[IM MOH S3IHAIDY uds3 19b64e) Aypqisuodsau pue Ajuond

abue| 18 D11gNd 9Y1 Y1Mm pue ‘siapjoysyels Aoy yum sdiysuoliejal aaiisod
‘Bu0.1S 9ABY B\ "WSY] 03 9DIAISS JUS||90Xa Ue apinoid am pies Buipuny ino paai@dal 1o Jo} paljdde ‘Inoge palinbua oym asoy] :q3SND04 YIWOLSND SI Oig

Sa1JBIDIJ2USq JNO JO S3AI| 83 01 syuswanoldwi |eaJ bulg sswweiboid buipuny InO :3AILD3443 SI DI

:SIAILDIArG0 ILVYOJYOD S.91d
sanyond |eusaixy

32



"140ddns
A11jenba |euonippe apinold 03 J4e1s sjuelb paiedipap
BuiAjiauapi ‘69 syuswainbal s} 399W 03 SIBWOISND

Buiigeus jo sAem aai3ea1d Jay30 210|dXa ||IM 9)|g € buiobup
"924N0saJ SIY3 4O uoijeiuawadwi/bunayew
a3 buimainal se ||om se ‘aa130eud pue Adijod jusiind

S|oA9] 9|qerdadde | yim aiep-o031-dn 11 bulq 03 sia13eWy A3ijenb3, spinb L1L0C

uly3m sajed a1a|dwoduy| 92130e4d poob s31 Jo JuUS1U0D BY3 BSIASY ||IM D)|g Z |udy Ag
$92.n0S3Yy
uewnH pue saijjenbs ajesodio)
pec ‘bujuiea pue yoieasay ‘Adijod
- L'€°G ‘om3 "(sjuswauinbal eyep
Ayond pue Asediyausqg Ayijenba mau buipnjpur)
Z¥7'G/994u3 sjuswalinbal Ajijenbs so|g 198w
"SYIoMmIau Ayoud pue 031 sJap|oy-juelb/siuedydde
'}Je1S Jasiape buipuny ybnouys 310ddns spinoid pue 1'G"G/Inoy 1102 syioddns yoiym JUSWUOIIAUD
pUB SJ3WO01SND WO} 3oeqpas 92IN0S3J UOII_WIOUI [BUIDIXD U dO@ASP ||IM D|g L A3yiond ge4 Ag Buiigeus ue a1ea1d 0] g

spaepuels buisiey

juswdojanag
swuweuboud pue Adij0d4
'S|B1J91BW MaU 153] JaLLIOISND OS|e ||IM D)|g [ Sy -UBISSp JIBU} Ul P3123|3. 218
S|lpuuRYd | *(S1SJ93Ul JUBJRLlIp Buiuasaldal) siapjoyaxels Aoy Ayoud pue sassado.d pue sapijod ‘sawwelboid
uoI30BJSI3es Jawolisnd buisixa | yim anbojelp buiobuo ur abebus |im pue aAisnpdul L'G'G/Inoy 5,019 Aq pa1oaj4e 9|doad Jo spasu
BIA SISP|OYa3 1S WOJ4 Xoeqpas 3Je $9SI1219%d UOIIR}NSUOD 1BY3 2JNSUD ||IM D)|g L Kyoud | BuiobuQ | /sSmaln asiaAIp 8Y3 3Byl 2INsus O]

painseaw 91ep
9Q SS322NS [|IM MOH S3IHAIY uds3 39b6.4e) Aypqisuodsau pue Ajond

33



salMjenb3
9je10du0) pue bunayiew

R AJEEIT
Ayj1gesip pue Japusb ‘aoel ‘Ayjigesip/1apuab/aoes AQ Siswo3snd Ayuoud pue “(Aypgesip/ispusb/aoel) adAy
Aq s1swo3snd Jo aouaLadxa J0 sodualadxe oy bujuiuIaIap Joj wsiueydaw 1'G'G/Inoy wua1 | Aq pajebaibbesip aq ued siawolsnd
ay1 aJnseaw 03 AJ|Iqy | 1599 ay3 aJojdxa |im dnodo Jybisu| Jawoisnd 591 l Ayond 19buo1 JO SM3IA 1By} 2JNSU 0] Q|
Bbuniojiuopwy
bujuiea pue yoieasay
7'S'G pue 's9dA3 Asepdiauaq Jejnoiied
19pusb yam L'G'G/Inoy JO spaau ay3 buizesw U usaq sey
S1NSal Yyo.Ieasay Buiuuibaq ‘saipnis aAilelENDb UOISSILIWOD [|IM D] 1 Ayoud | Buiobup D|g 2A1309}J9 Moy A}13usapi 0] ‘6
bujuiea pue yoieasay
‘(Aleusaixa pue Ajjeusaiur yyoq) a213oeld 886G "92130e4d pue
pue Adijod buiwiojul 03 maia e yam buipjing pue ¢'g'q Ko1j0d Buipuny o)g jo Juswdojpnsp
22130e.d pue Adjjod Jo 30adsal Ayoeded 4o 393[gns ay3 uo yoteasal Jjo sadaid ‘1'G'G/Inoy 9y Ul ydIeasal pajejas Ayjenbs
ul ydJeasal jo uonedlddy 924y3 Jo sbuipuly sy3 mainai 03 buluueld si o)g L Ayuoud | buiobup ||e wouj synsal ayy Aidde o] ‘g
juswabeueyy
awuweibo.id pue bujuiea pue
-UOIRLIOMUI SIY3 b'e'c /om] yo4easay ‘saiyjenbz ajesodio)d
Burieys jo sAem aA1309449 3sow sy} a40|dxa ||Im pue Ayuoud pue "32110e4d poob
-e|d ul | juswsbeuew-3uelb auiznos ybnouays ad130e1d poob 1'G'G/Inoy w93 | A11enba 1noge 1no pulj pue aeys ued
wisiueyosw burieys-uoijewiojul Ayijlenba bunesisuowsp sydsloud Ajiauspi |im 919 L A3iond 19buoT s109loud papuny eyl ainsua of */
bujuiea
"swisiueydsw

Kianijap pue saiiuniioddo juswdojpasp/buiuies) 1102

A31j1enba pauue|d pue Jua1iNd MaIAR [|IM D) T judy Ag
- $92JN0S9Y uewnH

Cy'S/e814) ,

"9]9A5 buipuny ay3 jo sbe3s Kyuong pue pue £3yj04 “sanjenby a3esodiod
{OBS 1B UOIIBISPISUOD JUBIDIHNS USAID ale sanssl ['SG— ‘Bupjew-jueib pue sassedoud
ey pue uoiisod Ayjenba s9|g ul A&3ed si a1sy3 9°G'G pue Burew-uoisap ‘uoiedidde
$99331WWOD 1By} 2INSUD 03 $93331WIW0D/4Je1S ) 1oy aduepinb L'G'G/Inoy 110Z 5,019 bulinp patspisuod Ajny aue
PUE }JB1S WOl 3orqpas /A2110d mau a1eulwassIp pue doj@Asp ||Im 9|g 1 Ayo1d ge4 Ag sanss| Ajijenba 1ey3 ainsus o] ‘9

paJnseaw aiep
9Q SS322NS [|IM MOH S3IHAIY uds3 39b6.4e) Aypqisuodsau pue Ajuond

34



Appendix one:
Mission and values

Our mission

Bringing improvements to communities
and the lives of people most in need
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Appendix two:
Big Lottery Fund
equality principles

BIG has adopted six equality principles that
underpin all our work across the UK. These are:

Promoting accessibility

We believe that accessible services are those that
people can use relatively easily, without spending
too much time and money, and are sensitive to the
different cultures of the people using them.

Valuing cultural diversity

We value cultural diversity by recognising that people
have different needs, beliefs, values and abilities and
that those differences need to be both respected and
promoted. We recognise that having a diverse public
face can help us build trust and confidence among
the varied communities we seek to fund. A diverse
workforce can also provide a richer mix of ideas and
talents. We also believe we are more efficient and
effective when our decision-making structures are
reflective of the diverse views of society.

Promoting participation

Our new policies, processes and programmes must
be developed on the basis of real need. This means
that the people who will be affected by them
should be involved in their development. We know
that there are groups that are traditionally under-
represented in consultation processes. We need to
work in partnership with those groups to establish
structures that will help them to take a more active
role in shaping the work that we do. In this way we
will be able to encourage participation, openness and
honesty.

Promoting equality of opportunity

We recognise that some groups commonly experience
poorer access to employment, have fewer training
opportunities and are under-represented in the
workforce, particularly at senior level. In addition, we
know that not all groups have the same access to
services and their experiences of receiving services
may be poorer. We believe that in order to level the
playing field we may need to treat people differently,
to help them have the same chance to participate in
employment and service opportunities.

Promoting inclusive communities

We believe an inclusive community is one where
people feel they belong and where their lives are
appreciated and valued. People have similar life
opportunities and strong and positive relationships
develop between people who are from different
backgrounds.

Reducing disadvantage and exclusion

We will fund initiatives that deal with the causes of
disadvantage and exclusion and target our money on
initiatives that promote inclusion of groups at greatest
risk of being disadvantaged and excluded. Our
understanding of what ‘disadvantaged’ and ‘excluded’
mean will take account of such factors as people’s
experience of discrimination.
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Appendix three:
External consultees

Scotland
Play Alloa

Momentum Scotland

Rosemount Lifelong Learning

Reach Community Health Project

Equality and Human Rights Commission
West of Scotland Regional Equality Council
Ethnic Minorities Law Centre

Edinburgh and Lothians Racial Equality Council Ltd

© 0 N O U bk WN =

Glasgow Disability Alliance

10. The Broomhouse Centre

Northern Ireland
11. RNIB

12. Multi-Cultural Resource Centre
13.
14.
15.

16. Northern Ireland Council for Ethnic Minorities

Wales
17. South East Wales Race Equality Council

Derry Well Woman
Men'’s Action Network

Men'’s Advisory Project

18. Women Connect First

19. Disability Wales

20. Black Voluntary Sector Network Wales

21. Cardiff and the Vale Coalition of Disabled People
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Exeter

22.
23.
24.
25.
206.
27.
28.
29.
30.
31.
32.

Fair Play South West
Intercom Trust

CEMVO

Fata He

South West Forum

Regional Youth Work Unit
National Federation of Occupational Pensioners
Age Concern/Help the Aged
Devon County Council
Equality South West

Black South West Network

Birmingham

33.
34.
35.
36.
37.

38.
39.
40.

Access to Business

Sandwell Metropolitan Borough Council
Regional Action West Midlands
Community Foundation (Heart of England)

The Council of Disabled People Warwickshire
and Coventry

The Coventry Refugee Centre
Community Integration Partnership (Birmingham)
Changes 12 Steps to Mental Health



Appendix four:
Achievements under
former action plan

INTERNAL

Corporate objective O5: To improve efficiency and effectiveness

Gender equality objective 01: To ensure that there is no (statistically significant) difference

between the outcomes for women and men in any of BIG’s employment processes.

Gender equality objective 02: To ensure that women are not under-represented in BIG’s work

force at grade 4 plus

Task and responsibility

Achievements

Monitoring

1. Take action to maintain accurate records on the
disability and ethnicity status of staff to monitor
employment procedures.

Human Resources

We upgraded our HR system in December 2006 to
enable staff to update their personal files electronically.
This was supported by training, which highlighted the
need to update personal disability and ethnicity status
details.

Our new online application form was launched on 1 April
2008 and made completion of personal monitoring
information mandatory (with the exception of sexual
orientation).

Information on ethnicity subsequently increased from
88% in 2005 to 98% in 2010. Our target had been 95%.

With regards to disability information, our target was

to achieve parity between the number of staff who
declared themselves to be disabled when completing
their personal information online and when responding to
our anonymised staff satisfaction survey. The figures for
both in 2010 were 3%.

2. and 3. To continue monitoring numbers and
percentage of applicants involved in internal
and external recruitment at i) application and
i) shortlisting and appointment by ethnicity,
disability and gender to identify priorities.

Human Resources

Data pertaining to internal and external recruitment
campaigns were combined for reporting purposes.
During the 12 month period 1 April 2009 - 31 March
2010, 117 posts were advertised internally/externally.
Monitoring results demonstrate that there was parity of
experience between male/female, and BME/non-BME
applicants. Disabled applicants, however, continued to
fare less well than their non-disabled counterparts, as
with previous years.
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4. To continue monitoring the numbers and
percentage of staff in post by grade and
directorate by ethnicity, disability and gender to
identify priorities for action.

Human Resources

Data captured on 31 March 2010 indicated that as
with previous years we continue to achieve a positive
percentage of staff from BME backgrounds (15%
compared with 10% in the areas where our offices are
located) and a good mix of BME staff at grades 3 and
below and at grade 4 (management level) and above,
with a small majority in the higher graded posts.

We continue to have an under-representation of disabled
staff (3% as opposed to the proportion of disabled
people in the population of working age at 20%).

Women continue to be in the majority in our workforce
at both grade 3 and below and at grade 4 and above. As
with figures from previous years, this is more pronounced
at grades 3 and below (64%). This falls when we
consider grades 4 and above to 54%. The high number of
female staff involved in our management development
programmes does however provide encouragement for
the future.

5. To continue monitoring the numbers and
percentage of staff making a bullying and
harassment or grievance complaint or who
are the subject of a disciplinary, by ethnicity,
disability or gender to identify priorities for
action.

Human Resources

From 1 April 2009 to 31 March 2010, there were 18
disciplinary cases, involving one disabled member of staff
and one BME staff member.

77% of cases involved male staff. Due to the small
numbers of staff involved this was not considered to be
statistically significant; however we will continue to keep
this issue under review.

Nine grievances were raised in the same period. No
trends were observed.

6. To continue monitoring the numbers

and percentage of staff who have received
performance-related bonuses by ethnicity,
disability and gender to identify priorities for
action.

Human Resources

During the 12 month period 1 April 2009 - 31 March
2010, there was parity in respect of bonus award rates
among BME/non-BME and male/female staff. Disabled
staff were, however, less likely to be nominated for an
award than their non-disabled counterparts (44% versus
59%). This is reverse of last year’s figures. We will keep
this under review.
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7. To continue monitoring the numbers and
percentage of leavers and reasons for leaving by
ethnicity and disability to identify priorities for
action.

Human Resources

During the 12 month period 1 April 2009 - 31 March
2010, there were 101 leavers. 20% of the leavers fell

in to the BME category which is slightly higher than the
overall BME levels across BIG (15%). This has arisen

out of the continuing turnover and redundancies in

our London office (through organisation relocation and
restructuring) where the percentage of BME staff is over
30%.

The proportion of disabled staff that left BIG was greater
than their representation in the workforce (5% v 3%).
This is a reversal on figures for last year. We will keep this
under review.

The leaving rates for men and women were comparable
with their representation in the workforce.

8. To develop and implement a more
comprehensive way of monitoring training
application and nomination rates by ethnicity and
disability.

Human Resources

Our management development programme had 38
delegates during the last financial year. BME staff were
evenly represented (an improvement on last year). Three
of the participants were disabled and the gender split
suggested a higher proportion of female participants in
comparison to the workforce profile.

24 staff received corporate sponsorship. Two of the
delegates were disabled (an improvement on last
year), and 17% staff were BME (compared to 15% in
the workforce).The gender split was slightly weighted
towards female staff) however the small numbers
involved do not make these figures statistically
significant.

9. To monitor the ethnicity, disability and gender
status of the appraisee in relation to all decisions
taken on performance and pay.

Human Resources

During the 12 month period 1 April 2009 - 31

March 2010, the proportion of staff receiving each
performance appraisal rating was similar between male/
female staff and BME/non-BME staff.

10. All internal monitoring tasks relating to 1)
recruitment and selection 2) working for BIG
and 3) leaving BIG, to include a consideration

of the joint impact of part time versus full-time
contract status and gender and the commitment
to take action where significant and unjustifiable
imbalances are identified.

Human Resources

The figures for 2) “working for BIG by grade”
demonstrate that - at 31 March 2010, 12% of staff
across BIG were part time, with between 5 and 15% at
each grade, up to grade 6.
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Actions arising from monitoring

11. To continue offering female staff the
opportunity to take part in BIG's women

only NVQ level 3 management development
programme (MDP) in an effort to address the
gender imbalance of BIG's workforce at grades 4
and above.

Human Resources

In 2008 BIG decided to discontinue its women only
programme in view of the higher proportion of women
availing of the generic management development
programme.

13. To periodically provide training to ensure that
all staff 1) are aware of the race, disability and
gender duties 2) have the necessary skills relating
to the implementation of the duties, and 3) have
sufficient levels of race, disability and gender
equality awareness in carrying out their day to
day jobs.

Human Resources, Policy and Partnerships
and Internal Communications

BIG has recently launched an e-learning equality and
diversity in the workplace training programme for staff
(with a separate module for managers). This programme
covers requirements under the public sector duties.

14. To ensure that all relevant training
programmes include reference to disability,
ethnicity and gender issues where relevant.

Human Resources, Operations and Policy and
Partnerships

This activity has been integrated into training design
plans.

15. To take action to improve the retention rates
of disabled staff.

Human Resources

The proportion of disabled staff leavers in the last
financial year was greater than their representation in the
workforce (5% v 3%). This is a reversal on figures for last
year.

BIG is currently developing a managing disabled staff
training module for managers, which will be rolled out in
2010 — 11 (see internal priority 3. 2), within action plan/
section nine).

16. To ensure that the line managers of disabled
staff (with support from HR) identify and address
personal and professional development, as part
of the Employee Performance Management
process.

Human Resources

Progress as above.

17. To review the recommendations from the
evaluation of BIG’s pilot equality assurance
process and implement as appropriate.

Policy and Partnerships

BIG reviewed the recommendations arising from the
evaluation and re-launched the process during Summer
2007. No further update.

18. To conduct: 1) equality assurance on all new
and reviewed HR policies and functions; 2) annual
monitoring to assess the need for a full equality
impact assessment (as per equality assurance
timetable); and 3) subsequent equality impact
assessments.

Human Resources and Policy and
Partnerships

Details of equality assurance activity can be found within
appendix six.
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19. To ensure that the views of BIG’s two
unions — Amicus and Prospect (including BME
and disabled members) are fully reflected in
the equality assurance and equality impact
assessment work.

Human Resources

The Corporate Equality Manager has continued to work
with HR and both unions to discuss how equality issues
might best be considered in a timely fashion.

20. To explore the reasons for lower scoring by
BME staff on questions in BIG’s first Employee
Survey on corporate leadership.

Human Resources

BIG's 2010 employee survey results indicated that BME
staff were generally more satisfied than their non-BME
counterparts.

21. To establish mechanisms for involving BME
and disabled staff in discussing BIG’s employment
policies and practices, their experiences and
methods for making improvements.

Human Resources

In previous years, we were unable to monitor responses
to our employee survey in terms of ethnicity or disability
status. This situation has now been rectified.

22.To ensure that in future the results from BIG's
employee survey are capable of being analysed
by gender and part-time/full-time status and
actions devised accordingly where imbalances are
identified.

Human Resources

This action has been met. Results from the 2010 staff
survey indicated that male and female staff held broadly
comparable views across all themes. Part-time staff were
largely more satisfied than full-time staff.

23. To ensure that there is no unlawful
discrimination in the appointment of BIG'’s Board
and Country Committees.

Policy and Partnerships

BIG submitted its UK Board and country committee
Diversity plan to the Department of Culture Media and
Sport (DCMS) in June 2007. We are encouraged by
the current gender and ethnic profile of our Board but
acknowledge that representation from disabled and
younger people could be improved.

24.To ensure that all Board and committee
members participate in an equality session as
part of induction and receive regular briefings on
relevant changes in legislation and good practice
and their implications for BIG.

Planning and Performance and Operations

Board members and a selection of committee members
attended an equalities session in January 2008 which
included a briefing on BIG's equality responsibilities and
legislative requirements. A further intelligent funder/
equalities event (involving a number of non-executives)
was held in May 2010.

BIG’s guidance for Board/ Committee members on our
equality legislative responsibilities is updated on an annual
basis.

Members also receive equality guidance at induction.
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25. The following shall apply where a

procurement requiring a full business case is
carried out:

1) If the contract is for a service which involves
dealing directly with either our customers or our
staff (or job applicants), then the selection shall
include, as a criterion, the ability of the supplier
to effectively apply our equal opportunities policy
(including the race and disability equality duties)
including, as appropriate, the provision of training
and induction to their own staff.

2) If the contract is for the supply of staff then
the selection shall include as a criterion the
effective application of an equal opportunities
policy by the supplier, adequate to enable us to
discharge our own equalities duties in relation to
those staff.

Corporate Services

We are currently reviewing our staff procurement
guidance and factoring in equality issues as part of this
process. A key development will be guidance, which
helps internal stakeholders identify whether equality

is a core requirement of a contract and what steps to
take accordingly (see internal priority 11 of action plan/
section nine).

26. To ensure that BIG's commitment to
accessible internal communication (that is, font
type and size) is adhered to.

Communications and Marketing

Guidance on BIG's accessible internal communication
(minimum standards) are clearly posted on BIG's intranet.

27. To meet the commitments outlined in our
Positive About Disability (two ticks) Award and
to raise general awareness of the award among
staff.

Human Resources

BIG’s compliance with the Award in the Autumn is
reviewed each year and action taken as required.

28. To review BIG's procurement policy to ensure
it meets the requirements of the race, disability
and gender duties.

Corporate Services

As per action 25

29. To periodically remind staff of the availability
of the employee assistance programme (to
support staff in terms of crisis).

Human Resources

BIG will re-launch its employee assistance programme
provided by Care First and run a series of awareness-
raising sessions (see internal priority 4 of action plan/
section nine
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EXTERNAL

Corporate objective 01: To provide a better service to enquirers, applicants and grant holders

Gender equality objective 03:

01: To ensure that the design and implementation of our future programmes and policies respond

effectively to the different needs of men and women.

Task and responsibility

Progress to date

Monitoring

1. To continue monitoring requests for
publications in alternative formats and community
languages and identifying priorities for strategic
action.

Communications and Marketing

Requests for publications in alternative formats and
languages continued to be very low (14). Requests for
materials in alternative formats consisted of three Braille,
two large-print, two in plain Word format and one easy
read. We also translated application packs/letters into
different languages on six occasions.

We provided a number of solutions to specific access
requests, for example, sign language interpretation at
external events, face-to-face meetings to talk through
the content of our application materials, adapted email
communication applicants so that the text used was in
a larger font size and produced large print versions of
handouts at information events.

2. To collect and review beneficiary equality
monitoring data i.e. application and success rates,
by ethnicity, disability status, for each programme
twice a year. To incorporate this information into
our equality assurance work and identify and
implement actions where appropriate.

Policy and Partnerships and Operations

Organisation-wide beneficiary funding results for 2009-
10 can be found at appendix five.

In 2009 BIG commissioned customer research to test
out proposals designed to change the way we collect
and use equality beneficiary information as well as plans
to make equality considerations a more explicit part of
our assessment and decision-making processes. The
customer testing indicated support for these proposals
while at the same time recognising they could have a
greater impact on smaller/lower capacity groups and
that BIG would need to ensure applicants/grantholders
received adequate support. Work is underway to support
implementation of this policy change (on target to take
effect in relation to a selection of programmes launching
autumn 2010 plus).

3. To introduce the monitoring of ‘trans projects’
(rather than ‘trans beneficiaries’) post Business
Process Re-engineering (BPR), as part of wider
plans to monitor targeted projects.

Policy and Partnerships

This work will be taken forward under our BPR work
during 2010-2011.
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4. To integrate an equality perspective into the
specifications of relevant evaluation and research
initiatives and continue to review the results from
relevant research to inform all aspects of funding
policy and practice.

Policy and Partnerships

BIG's Research and Learning Team has commissioned a
number of equality related pieces of research:

A series of research studies on capacity building for BIG
applicants/grant holders:

® Support and development contracts
® Different perspectives on capacity building needs

® research into the generic support for single-identity
organisations (with a particular focus on LGB and BME
organisations)

These studies will inform policy development on how
best to build the capacity of our applicant and grant
holding organisations across the UK; and to support the
intelligent funding agenda.

Scoping work on how size of grant affects impact and
how BIG can best support small organisations. This
work will inform our funding practice, and that of other
funders as well as eligibility and capacity-building design
decisions.

5. To conduct UK-wide research into the public’s
attitudes to BIG, review findings (by ethnicity,
disability and gender) and identify action points.

Policy and Partnerships

In November 2007 the British Market Research Bureau
was commissioned to carry out research designed to
measure the general public’s awareness of BIG, and their
attitude towards BIG and Lottery funding in general. In
2008, BIG commissioned a further, focused, omnibus
survey to assess public awareness of BIG. This work has
not been repeated since.

6. Develop voluntary and community sector
research (survey to key stakeholders), review
findings by ethnicity, disability and gender and
identify action points.

Policy and Partnerships

Independent research was commissioned in 2007 to
assess key stakeholders’ levels of confidence in BIG and
to help us to improve our knowledge and understanding
of how we are perceived by our key stakeholders. A
decision was taken not to repeat the survey.

7. To continue monitoring race and disability FOI's
and complaints and identify action points.

Policy and Partnerships

During the period 1 April 2009-31 March 2010, BIG
handled seven race and two disability related complaints
(meaning they were either received and/or closed during
this period). Two of the race related complaints were
addressed through feedback, while four went to stage
one and another went to the Independent Complaint
Reviewer. All five were not upheld. The two disability
related complaints went to stage one, one was not
upheld while the other was partially upheld.

This complaint related to concerns that the lack of SMS
text voting within our People’s Millions programme
disadvantaged groups with deaf supporters. We found
that the group were indeed disadvantaged by lack of
SMS voting, but which was not something we were
able to do anything about and we had made efforts to
provide alternatives via the text relay service. While

it was not up to BIG to publicise the text relay service
name change, we acknowledged that we could have
been clearer in our guidance that SMS was not available.
This has been addressed for future publicity materials.
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8. To ensure that any customer satisfaction
survey carried out allows for a review of findings
by disability, race and gender.

Policy and Partnerships

BIG commissioned a customer service satisfaction
survey by Ipsos MORI in 2009/10, which indicated that
almost half of customers surveyed were very satisfied
with the service they received however one in 10 were
dissatisfied. Equality considerations are explicit in the
two key measures where BIG scored its highest results
(staff attitude and professionalism of the service). The
survey indicated that being treated fairly had the biggest
impact on driving satisfaction with professionalism.

Actions arising from monitoring

9. To consider ways to improve attendance
among BME groups at BIG's external events.

Communications and Marketing (in
conjunction with country offices)

Feedback from staff (in 2008) working within
information and events teams indicated that this was not
currently an issue because of the low number of events
attended by BIG and the locus of control regarding
invitation lists lying with helper agencies. This will be kept
under review.

10. To explore how we can meet the access
requirements of British Sign language users and
people with learning disabilities.

Policy and Partnerships

In the period 1 April 2009-31 March 2010, BIG
received no requests for publications in BSL format. BIG’s
approach continues to be that interpreter support is
offered as an alternative.

We received one access request in respect of a project,
which worked with people with a learning disability,

which was solved by producing our grant management
materials in Word version to afford greater accessibility.

11. To pilot an online (interactive) form which
affords greater accessibility for applicants and
award holders.

Communications and Marketing

Go to Section seven - 9. website, for details.

12. To explore further with relevant bodies BIG’s
policy on not accepting completed application and
monitoring forms in alternative formats.

Operations, Policy and Partnerships and
Communications and Marketing

This measure was explored during the previous year’s
reporting period. BIG’s approach continues to be that
we do not accept completed application and monitoring
forms in audio visual/DVD or CD format.

13. To discuss internally the most efficient ways
of producing publications in alternative formats.

Communications and Marketing

We reviewed our arrangements in 2007 and again in
2008 (following a proposal made through our staff
suggestion scheme) and are satisfied that they continue
to offer us an efficient and customer-focused service.

14. To take action to ensure that key staff are
competent in using textphone and all reception
desks have access to induction loops.

Corporate Facilities

Front line customer enquiries are redirected to our
externally contracted information and advice service
— Broadcasting and Support Services, who are trained
in using text-phone. Members of our Information and
Policy teams support these calls. No update.

15. To ensure that BIG's website and Intranet
meet accessibility standards.

Communications and Marketing

Go to Section seven - 9. website for details.
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16.To co-ordinate: 1) equality assurance on all
new and reviewed policies and functions relating
to external functions; 2) annual monitoring

to assess the need for a full equality impact
assessment (in line with the equality assurance
timetable); and 3) subsequent equality impact
assessments.

Policy and Partnerships

Details of equality assurance activity can be found within
appendix six.

17. To develop a customer care strategy to
support BIG’s customer care standards

Policy and Partnerships

BIG's five year customer service strategy 2010 - 2015
sets out the following goals: Strive towards service
excellence, demonstrate accountability and value for
money and be transparent.

In year one, we intend achieving these goals through the
following priorities/strategies:

® developing a Customer Insight Framework

® defining and monitoring performance against
performance indicators and targets

® enhancing staff capability
® designing Intelligent Programme
® aligning reward and recognition and

® responding to our 2009 customer feedback.

18. To re-launch BIG’s internal complaints
procedure, review level of stage two (CEO)
complaints and identify action points.

Policy and Partnerships

A new internal complaints procedure was re-launched

in 2007. The spreadsheet for recording details of
complaints that reach stage two and Independent
Complaint Reviewer stage was also upgraded to include
a prompt for staff to record when equalities advice has
been sought. Further improvements were made in 2008
to the system to ensure a similar record is consistently
made in respect of stage one complaints. See external
task 7.

19. To produce an Equality Good Practice

Guidance booklet for applicants and grantholders.

Policy and Partnerships, Operations and
Communications and Marketing

The online guide (Equality Matters) was informally
launched in July 2007. The guide was then re-

launched in hard copy in July 2008, following review

and reformatting after user feedback. The guide was
published on the BIG website and disseminated externally
at events. Public awareness was raised through press
releases and the BIG e-bulletin. Operations staff received
training to raise their awareness of the guide and a
training module was also developed to enable helper
agencies to cascade the document’s key messages.

The training module has been successfully piloted in
conjunction with helper agencies and was formally
launched in 2009. The guide will be revised under the
new Scheme’s action plan (see external priority 5. 2)
within section nine).

20. To develop an internal protocol to allow staff
to respond in an effective and efficient way to
accessibility queries from customers.

Policy and Partnerships, Communications
and Marketing and country offices

An internal protocol is currently in use.

See action one, for further details of requests received
and responses made by BIG.
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Appendix Tive:
Equality in our
programmes

Equality monitoring has been introduced into most grants made under the Heroes Return and Parks for
of our new programmes although this data is not People programmes are excluded from the figures, as
used for assessment purposes. In the last year we are withdrawn and transferred grants.

invested resources to verify the equality data we hold.
This information does come with a health warning.
Applicants can select more than one category and
some people do not answer the questions.

Our policy is to consider funding projects which

are targeted at the needs of specific groups as

long as a clear need can be demonstrated. Our
funding statistics highlight that the vast majority of
The results set out in the table below relate to applications received and awards made have gone to
decisions made during the period 1 April 2009-31 projects which indicate they are not directed at the
March 2010. They account for 23,104 applications needs of any particular groups.

and 10,387 awards totalling £338 million. However,

Number of Number of awards Requested amount Awarded amount

applications and  and application (£000) and % of (£000) and % of
application rate success rate requested amount awarded amount

Ethnicity (applicants are asked if their project is directed at or of particular relevance, to people from a
specific ethnic background. They can select up to three categories - therefore these responses incorporate
double and triple counting)

Asian 1,037 5% 430 42% 42,994 5% 12,893 4%
Black 1,244 6% 539 | 43% 48,186 5% 16,354 5%
Mixed 975 4% 360 37% 44,436 5% 13,546 4%
Chinese and 374 2% 187 | 50% 20,931 2% 0,773 2%
other

White other 356 2% 169 | 48% 13,232 1% 5,858 2%
White UK 2,235 10% 1,281 57% 67,502 7% 28,673 9%
No specific 18,877 83% 8,327 | 44% 786,933 83% 278,678 83%
ethnicity

Gender (applicants are asked if their project is directed at or of particular relevance, to people from a specific
gender)

Female 991 6% 514 | 52% 34,948 4% 14,622 5%
Male 212 1% 102 | 48% 10,221 1% 5,321 2%
No specific 16,651 93% 8,359 | 50% 863,489 95% | 308,253 94%
gender

Disability (applicants are asked if their project is of particular relevance to disabled people)
Disabled 3,691 16% 1,767 48% 161,938 17% 72,287 20%
Not disabled 19,323 84% 8,600 45% 786,243 83% 272,031 80%
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Appendix Six:
Fquality Assurance
Activity

BIG’s equality assurance process is mandatory across all high level areas of the business and is aimed at helping
us to take forward our commitment to mainstreaming equality into all aspects of our internal and external
work.

This section now sets out the various areas of business, which went through equality assurance process during
the period December 2008-March 2010. As a result of our mainstreaming approach to equality, we do not
believe that there are any significant equality implications arising from the areas of business listed in this
report and we have not recommended any Equality Impact Assessments (EQIAs). However, where appropriate
we have put measures in place to enable us to continue to monitor and review products in order to establish
whether Equality Impact Assessments are recommended at any future date.

For the purposes of this report we have provided a brief summary of the aim of each area of business equality
assured and the (race, disability and gender) results of the equality assurance process. Please contact us if you
would like any additional information.
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Appeﬂdlx Seveﬂ Scoping . Screening . Implementation
Fquality assurance
flow-chart

Equality assurance flow-chart

What is the policy or function’s working title?
v
What is the policy or function’s aim?
A\ 4
Are there any other related policies or functions, which could be linked up to this process?

4

What potential impacts (both positive and negative) do you think this policy or function could
have on the equality groups? Refer to the equality prompts.

v

What information might you need to help you understand the potential impacts of this policy
or function in more detail?

v

What is your plan of action for gathering this?

If following decision-taking further amendments have been made to the policy/function, you will
need to repeat the process from step 4. If not, you should continue with the next step.

How will you measure the actual impact of the policy/function on each of the equality groups?




Equality prompts

When developing or reviewing the policy or function
have you considered that different equality groups
may have different needs and experiences in relation
to it?

The following triggers may help you consider whether
or not particular groups are likely to be affected
differently.

® Are there any criteria that could deny access to or
disadvantage a group or groups?

® Could any groups experience greater difficulty,
discomfort, time, cost, inconvenience or indignity
in relation to the policy or function, compared to
other groups?

® Could this policy or function impact
disproportionately on one or more of the groups?

® s there any indication that particular groups may
have higher or lower participation rates in respect
to this policy or function, compared to others?

® Are there any opportunities to adjust this policy or
function and (1) promote equality of opportunity
(2) accommodate diversity or (3) promote
community cohesion/good relations, more
effectively?



Appendix eight:
Contact details

We welcome comments and suggestions as they can
improve our services. Please send any comments to
our Corporate Equality Manager Anne Flynn, at:

Big Lottery Fund
1 Cromac Quay
Cromac Wood
Ormeau Road

Belfast

BT7 2D

Telephone: 028 9055 1452
Fax: 028 9055 1455

Textphone: 028 9055 1431
Email: anne.flynn@biglotteryfund.org.uk
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