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Main Board – October 2010 
Equality Act 2010 – An Outline
1. Background
There has been a plethora of UK law directly relevant to Equality and Diversity in the last 40 years, commencing with the Equal Pay Act (1970), through various legislative attempts to define discrimination, culminating most recently in the Equality Act of 2010. This final piece of legislation, arising from the Equality Bill of 2009 is an attempt to both harmonise and simplify existing discrimination law whilst extending it in a number of respects. It is an example of legislation which received Royal assent during one administration but is subject to implementation by a subsequent administration. This is one of the most significant pieces of employment legislation to come onto the statute books for many a year. Helen Hughes, interim CEO of the Equality and Human Rights Commission, said;
‘’It’s more than just an Act. Simplifying equality legislation and extending protection to a wide range of groups that face discrimination will help Britain become a fairer society, improve public services and help business perform well.’’ 
This paper will;

a. Summarise the key recommendations of the Equality Act 2010 and its implications for employers and present the Trust Action Plan in response to the provisions of the Act

b. Signpost the Board to the Public Sector Equality Duty and our key responsibilities under this duty. 
c. Update the Board on development of a Single Equality Scheme for the Trust

2. The Equality Act 2010
The Act came into effect from the 1st October, 2010, providing for the first time in the UK, a single Act of Parliament requiring equal treatment in access to employment, as well as private and public services, regardless of;

age,
disability,
gender reassignment,
marriage or civil partnership,
maternity or pregnancy,
race, religion or belief,
sex and sexual orientation. 
These are now referred to as ‘Protected Characteristics’. Previous legislation had restricted consideration of discrimination to race, gender and disability.
The Act has changed and refined a number of concepts and definitions;

a. Association discrimination

This means that you cannot directly discriminate against someone because they are associated with another person who possesses a protected characteristic. For example, it would be illegal to refuse employment to somebody because they have to care for an elderly relative or disabled child.

b. Perception discrimination

This means that you cannot directly discriminate against someone because others think that they possess a particular protected characteristic, even if the person does not actually possess that characteristic. For example, you cannot refuse to recruit somebody because you think they are Muslim (whether they are or not).

c. Third party harassment

Employers are potentially liable for harassment of their employees by people (third parties) who are not employees of their organisation, such as patients. However employers are only liable when;
· Harassment has occurred on at least two previous occasions

· You are aware it has taken place and have not taken reasonable steps to prevent a recurrence.

The Act has also changed the definition of some terms;

d. Direct discrimination

This occurs when someone is treated less favourably than another person because of a protected characteristic they have or are thought to have.

e. Indirect discrimination 

This occurs if you have a condition, rule, policy or practice that applies to everyone but which particularly disadvantages people who share a protected characteristic. Indirect discrimination can be justified if you can show that your actions were a proportionate means of achieving a legitimate aim.

f. Harassment

Harassment is “unwanted conduct related to a relevant protected characteristic, which has the purpose or effect of violating an individual’s dignity or creating an intimidating, humiliating or offensive environment for that individual”. Employees are also protected from harassment because of perception and association.

g. Victimisation

Victimisation occurs when an employee is treated badly because they have made or supported a complaint or raised a grievance under the Equality Act, or because they are suspected of doing so. An employee is not protected from victimisation if they have maliciously made or supported an untrue complaint.

Remaining provisions

The Government is considering several aspects of the Act, including:
• 
Dual discrimination (which will allow someone to make a claim to an employment tribunal on the basis of two protected characteristics)
• 
Gender pay gap information in respect of the private sector
•  
A socio-economic duty on public authorities (which is the proposal that the new public sector Equality Duty includes a requirement on public bodies to take into account the impact of their strategies in terms of the socio-economic status of their employees)
• 
Positive action in recruitment and promotion (in terms of extending the existing positive action provisions).
Appendix 1, shows the timetable for implementation of the Equality Act and the key provisions which came into immediate effect on October 1st 2010. The existing duties for disability, gender and race remain in place until April 2011. The key provisions of the legislation and it’s implications for employers in relation to each of the protected characteristics is summarised below;

Age
The Equality Act protects people from discrimination in employment (aged 18 plus), but it is the only protected characteristic that will allow employers to justify direct discrimination. You can discriminate between, or in favour of, different age groups if you can demonstrate that it is a proportionate means of meeting a legitimate means.
It is important to review all job descriptions and person profiles to ensure that they do not contain any criteria that could directly or indirectly discriminate against someone, such as, a requirement to have a certain number of years’ experience. It will also be important going forward to collect and monitor age-related data in respect of relevant policies and practices (such as recruitment, training, promotion and bullying and harassment) in order to pick up any patterns or trends.
Age is included under the public sector Equality Duty. From April 2011, employers will need to be proactive in making sure that they meet those requirements in respect of age. 
Disability
The law has changed around this characteristic more than any other, with new provisions protecting individuals from direct and indirect discrimination arising from disability (unless these are proven to be a legitimate means of achieving a legitimate aim). Most importantly, there are significant changes about what employers can ask about a candidate’s health before making a job offer.

Gender Reassignment
The Act contains a new definition of gender reassignment which is much broader in that it does not require a person to be under medical supervision in order to be protected.

Marriage/Civil Partnership
The Act protects employees who are married or in a civil partnership from discrimination. Single people are not protected.
Pregnancy/Maternity
Women are protected from discrimination on the grounds of pregnancy and maternity during the period of her pregnancy and any statutory maternity leave to which she is entitled. Employers must not take into account an employee’s period of absence due to pregnancy-related illness when making a decision about her employment, and should ensure that there are appropriate mechanisms for separately recording such illnesses.

Race
There are fewer changes in relation to this characteristic than most of the others. For the purposes of the Act, race includes colour, nationality and ethnic or national origins. A racial group can be made up of two or more different racial groups (for example, Black Britons). 
Religion or belief
The Equality Act protects employees and jobseekers from discrimination in relation to their religion or belief. For the purposes of the Act, a religion must have a clear structure and belief system. A belief means any religious or philosophical belief or lack of belief. The Act also protects employees or jobseekers with no religious belief. Humanism is a protected philosophical belief but political beliefs would not be protected. This area is going to be difficult to monitor going forward. Given the requirements under the public sector Equality Duty to robustly assess the impact of policies and services (see below) , we will need to be able to collect, collate and report data on the religion or belief of both staff and patients on a regular and systematic basis.
Sex
The key area of focus is equal pay, with a new Code of Practice now in place. Organisations must make sure that they are carrying out regular pay audits and assessing whether there are any significant gender pay gaps which they need to address. There is also a mandatory reporting requirement on the gender pay gap which organisations will need to comply with. 

Sexual orientation
The Act protects lesbian, gay, bisexual and heterosexual employees from discrimination, harassment and victimisation. This is another area in which organisations need good quality staff and patient information in order to fulfil their responsibilities under the public sector Equality Duty.  

Appendix 2, reviews the main provisions of the Act, the current position of the Trust and the action plan required to remedy any of the current gaps.  
3. The Public Sector Equality Duty – Promoting Equality through Transparency
The Equality Act (2010) included a new public sector Equality Duty, replacing the separate duties that required public bodies to take into account gender, race and disability equality both as employers and when making policy decisions and delivering services. As a Foundation Trust, we have been consulted (amongst a whole range of public sector organisations) by the Government Equalities Office on the general and specific duties contained within the proposals. This consultation is scheduled to run until November 10th 2010.
General Duties
The general duty is set out in section 149 of the Act. In summary, those subject to the Equality Duty must have due regard to the need to;

· Eliminate unlawful discrimination, harassment and victimization

· Advance equality of opportunity between different groups

· Foster good relations between different groups.
Appendix 3 is a summary of these duties and how they apply to each protected characteristic.

Specific Duties
Specific duties are underpinned by the concept of transparency. This means that public bodies will be judged by stakeholders on the basis of clear information about the equality results that they achieve, as well as the information base upon which they make their decisions.
a. ‘Transparency’ means that public bodies will be required to publish a range of equality data relating both to their workforces and to the services they provide. This data must be published and presented in such a way that is open and freely available to third parties such as community groups, patient groups and equality campaigners who can use the data to hold public bodies to account. From an employment perspective, typical data which could be published may include;

· Annual figures on the gender pay gap

· Proportion of staff from ethnic minorities

· Number and distribution of disabled staff throughout the organisation

From a service provision perspective, public bodies are expected to ‘bring decision making into the daylight’ by being open about the data they use to plan, commission and evaluate the services they provide. This will enable a judgement to be made on how effectively an organisation is eliminating discrimination, advancing equality and fostering good relations through the services they provide, commission and procure. As a minimum, data will need to be published annually and will need to comply with the Transparency Board’s Public Data Principles and the Equality and Human Rights Commission’s Code of Practice.
b. It will also be important to engage with individuals from the various protected groups, both in terms of patients and staff. There is no prescription on how such engagement will take place, but it is expected that public sector bodies should be open about how they have engaged with people as part of their work towards fulfilling the aims of the Equality Duty.

c. A further requirement will be the setting by public bodies, as part of their normal business planning process, to set equality outcome objectives, informed by the evidence and data they publish. It is expected that such objectives would be specific, relevant and above all measurable. As with engagement, there is no overarching framework for the development of these objectives, with organisations free to set their own objectives. The public will be able to look at these alongside a wider set of data to judge whether public bodies are focusing on the right areas.

Transitional Arrangements
Currently, the existing race, gender and disability duties remain in force until their repeal in April 2011. From day one (April 2011), public bodies will be required to have due regard to the need to eliminate discrimination, advance equality of opportunity and foster good relations in relation to each of the relevant protected characteristics (the ‘general duties).

It is recognized however, that public bodies will need more time to familiarize themselves with the requirements of some of the new specific duties and to put in place systems to implement them effectively. Therefore, whilst the specific duties relating to publishing equality-related data will come into force the day the regulations are commenced, public bodies will not be expected to publish equality objectives and measures of success until a year after the duties have come into force.

Implementation and Enforcement 
Whilst the Equality Act is about less central prescription and more flexibility for employers in terms of how they meet their general and specific duties, there is a strong element and emphasis on public accountability which must not be underestimated. The Equality and Human Rights Commission will produce practical guidance 12 weeks before the entry into force of the regulations to explain the requirements of the general and specific duties in more detail and set out what different types and sizes of public bodies need to do to comply. The emphasis on transparency means that public bodies are expected to be democratically accountable and that the public and representative group will engage with public bodies in ensuring that they fulfill the aims of the Equality Duty. Enforcement can also be by means of the Equality and Human Rights Commission, which has a number of statutory powers in this regard. It is expected that given the democratic local accountability that should arise from these proposals (the emphasis on transparency and not process) that the EHRC will use these powers in a strategic way, (for example, if it identifies a problem with equality results in a particular sector or wants to drive up performance on a particular equality issue).  

4. Trust Single Equality Scheme (SES)
At a Board seminar earlier this year, I updated the Board on the requirement to develop a Single Equality Scheme (SES) covering all of the protected characteristics. Currently published on the Trust website are our Race, Gender and Disability Equality schemes and action plans. The Single Equality Schemes is intended to communicate our commitment and intention to promote equality across all of the protected strands, to our service users, the broader population, our partners and our staff. It is intended to be a living document to support;

· Policy and decision making
· Delivery of Services

· Fair employment procedures

· Design of the physical environment.

A Single Equality Scheme Committee has been established to oversee and continuously review its Single Equality Action Plan. The membership of this committee is;

Associate Director of HR (Chair)

Divisional HR Manager

Recruitment Manager

Head of Patient Experience

Staff Side Chair

Employee Representation

The Committee meets bi-monthly to review the plan. To date a draft has been developed, but has been held back from broader consultation until the conclusion of the consultation on the public sector Equality Duty and the publication of the output. At this stage, a concerted action plan to revise, consult and publish in time for the April implementation date will be vital. Crucial to this will be the development of a training plan to support our current e-learning mandatory training package.
In addition to the Race, Gender and Disability Equality schemes, currently published on our website, we also publish a range of data in relation to recruitment, training, workforce (gender, ethnicity), patients, membership and Equality Impact Assessments.

5. Summary

This is one of the most significant pieces of not only employment legislation of the last few years but on our overall engagement with internal and external stakeholders. This Act has come into force at a time of significant national and local change within the NHS. What is vital is that any changes to services considered via the current and proposed consultation processes are fully referenced and assessed against their impact on the equality strands described. Similarly, internal workforce planning will also require close alignment to this agenda. The emphasis is on openness and transparency and it could well result in organisations being held to account for their actions (or lack of them). What is clear, both from the current advice and briefings, as well as the text of the consultation documents is that compliance will not be achieved by passivity and the avoidance of detriment to protected groups. The preparation and publication of data which enables the public and other stakeholders to assess our progress against both the general and specific duties is going to be very important. Internally understanding this data to develop a meaningful set of equality objectives, is going to be an equally significant challenge. The biggest challenge however for many organisations will be to make the cultural leap from a compliance based approach to one of general ownership of this agenda across all areas of the organisation. I recommend therefore that the Terms of Reference and membership of the Single Equality Scheme Committee be expanded to include other key stakeholders (including Executive/Non Executive Directors) who will drive the actions to not only develop the Single Equality Scheme from a policy perspective, but will ensure that the Trust is meeting all of its responsibilities in relation to the Act and the public sector Equality Duty in readiness for April 2011. A briefing on the key elements of the Act for managers is being prepared and will be rolled out over the remainder of this year. In addition we will bringing staff up to date via the pages of Outline and Team Brief. 
The Board is asked to;

1. Note the provisions of the Equality Act 2010 and the public sector Equality Duty

2. Note the progress made to date in developing the Trust Action Plan and Single Equality Scheme.

3. Endorse the decision to extend the Terms of Reference and membership of the Single Equality Scheme Committee.
4. Consider if it wishes to contribute to the Trust response to the consultation process (Appendix 4)

Author and Presenting Director

David Smith

Director of HR and OD

October 2010  
Appendix 1
Timetable for implementation

	On 1 October 2010 the following came into effect: 

	• The basic framework of protection against direct and indirect discrimination, harassment and victimisation in services and public functions. 

	• Changing the definition of gender reassignment, by removing the requirement for medical supervision. 

	• Levelling up protection for people discriminated against because they are perceived to have, or are associated with someone who has, a protected characteristic, so providing new protection for people like carers. 

	• Clearer protection for breastfeeding mothers. 

	• Applying the European definition of indirect discrimination to all protected characteristics. 

	• Extending protection from indirect discrimination to disability. 

	• Introducing a new concept of “discrimination arising from disability”, to replace protection under previous legislation lost as a result of a legal judgement. 

	• Applying the detriment model to victimisation protection (aligning with the approach in employment law). 

	• Harmonising the thresholds for the duty to make reasonable adjustments for disabled people. 

	• Extending protection from third party harassment to all protected characteristics. 

	• Making it more difficult for disabled people to be unfairly screened out when applying for jobs, by restricting the circumstances in which employers can ask job applicants questions about disability or health. 

	• Allowing hypothetical comparators for direct gender pay discrimination. 

	• Making pay secrecy clauses unenforceable. 

	• Extending protection in private clubs to sex, religion or belief, pregnancy and maternity, and gender reassignment. 

	• Introducing new powers for employment tribunals to make recommendations which benefit the wider workforce. 

	• Harmonising provisions allowing voluntary positive action. 


Appendix 2  

Summary of Equality Act 2010
	Provisions of the Act 
	Date in Force 
	Current Trust Situation 
	Action Plan

(what/when/whom)

	The Act prohibits making enquiries as to the health of applicants before employment is offered.

Note that employers are not permitted to make such enquiries of any applicants, including short-listed job applicants, unless a specific exemption applies. 


	October 2010 
	The Trust no longer asks health related questions before a job offer has been made. 
	The Trust has revised the Recruitment Standards to ensure that health questions are not asked pre-offer unless an exemption applies in any particular role. It is noted that job offers may be made conditionally upon medical screening.

The Trust has reviewed NHS Employer's recent guidance for suggested practice within the health service, and complies with the proposals made by the OH Department.  

Action: Recruitment Manager & Medical Staffing Manager – Completed

	Employers will in future be liable for direct discrimination or harassment suffered by employees on grounds of their association with individuals with protected characteristics.   Carers may be particularly vulnerable to such discrimination. This is referred to within the Act as ‘Discrimination by Association’.

Discrimination by Association applies to direct discrimination only and does not per se require employers to take account of carer responsibilities – although failure to do so may give rise to indirect sex or age discrimination claims.

 It is important that staff understand that treating others less favourably or harassing them on grounds of their association with a person with a protected characteristic  - e.g. treating someone less favourably because they care for a disabled child – is prohibited by the Act.


	October 2010
	The Trust is generally compliant with the ethos of the law, in that                                                                                                            the effects of disablement and carer responsibilities are accounted for during the employment life cycle.  However the effects of discrimination by association need to be robustly reflected within employment policy terms.
	The Recruitment Standards have been reviewed to ensure job applicants are not discriminated against on the grounds of association. 

Action: Recruitment Manager – Completed
Although not strictly required by the Act, a review of all pre/during and post employment related policies is being undertaken to ensure staff are not subject to discrimination on grounds of association. 

Action: Associate Dr of HR (Operations) – Dec 2010

Training for staff on recognising and avoiding this type of discrimination has been recommended, and this has now been built into the new Recruitment Training package.

Action:  Recruitment Manager / L&D lead – Completed

	Employers will in future be required when making employment decisions to avoid making certain assumptions. For example, a male job applicant, who is rejected because he has a name which is commonly used as a woman’s name, would be able to claim for sex discrimination.

Referred to within the Act as ‘Discrimination by Perception’.


	October 2010 
	The Trust is at an early stage of preparedness with regard to the prospect of avoiding discrimination based on perception as described within the Act. Trust policy and practice currently fails to address this legal development.  
	The Trust has reviewed the Recruitment Standards and Recruitment Training packages to reinforce the need to make decisions based on ability rather than on perceptions associated with protected characteristics in recruitment processes.

Action:  Recruitment Manager / L&D lead – Completed 

A review of all pre/during and post employment related policies is being undertaken to ensure staff are not subject to discrimination on grounds of perception. 

Action: Associate Director of HR (Operations) – Dec 2010

	The Act allows for positive action in recruitment and promotion. In certain circumstances people in under-represented groups may be treated more favourably.  
	October 2010
	Current recruitment procedures require that the best person for the job is selected.
	Awareness of positive action has been included in the new Recruitment Training Package.
Action: Recruitment Manager/ L&D Lead – Completed 

	The Act highlights the concept of Caste discrimination, outlawing detrimental treatment on the basis of caste type.
	October 2010
	Current Trust procedures require 

that everyone is treated  equally throughout the course of the employment life cycle. However existing policies and procedures are currently silent on the issue of employing developing, promoting and terminating people on the basis of caste type.
	A review of all pre/during and post employment related policies (in particular equal opportunities policies) should be undertaken to ensure legislative compliance. 
Action: Associate Director of HR (Operations) – Dec 2010



	The Act introduces the concept of ‘Transparency of pay’ including protection for those discussing and comparing salary against protected characteristics such as age, gender etc .

(The Act's requirements regarding the publication of pay information are not yet finalised (consultation is ongoing).  The Trust will need to ensure that it has mechanisms in place to meet the pay reporting requirements when in place.)
	October 2010
	The Trust adopts a transparent job evaluation process for all of its employees. 


	There is no specific action identified, the Trust does not currently prevent staff from discussing salaries.



	Employment Tribunal extended powers i.e. jurisdiction is extended to allow ET’s to impose additional sanctions upon employers in relation to successful claims of discrimination. For example, publication of selection criteria at recruitment. 
	October 2010
	The Trust occasionally defends claims of discrimination at Employment Tribunal.  Where sanction orders are imposed by the Employment Judge the Trust has routinely responded in whole to each direction.  It is intended that the Trust will in the future respond, where necessary to the wider jurisdiction measures.
	There is no specific action identified, except that all Employment Tribunal (ET3) responses will be dealt within the spirit of the Act.



	The Act provides for the introduction of an extended Single Equality Duty to include Age, Gender Reassignment, Sexual Orientation, Religion or Belief, in addition to the existing duties covering Race, Gender and Disability.

(The requirements of the single equality duty are currently under consultation.  Indications are that public bodies will no longer be required to publish equality schemes but will instead be required to publish and report against equality outcome objectives)
	April 2011 
	The Trust currently publishes its Single Equality Duty in each of the existing Schemes relevant to Race, Gender and Disability. 
	The Trust is awaiting the outcome of the current consultation (due to close in November 2010) before determining required action to meet the public sector equality duty.

	The Act places a duty on health commissioners and providers to focus health services towards people from disadvantaged groups

known as the Socio-Economic Duty.  -. 
	April 2011
	NHS Gloucestershire in its 5 year Strategic Plan ‘Excellence in Health’ focuses on health inequalities reductions especially between the most and least affluent.  It also focuses on vulnerable groups such as the elderly, children and those with learning difficulties.   These ambitions are reflected in the Trust’s contract for services.   

Specific measures have been implemented for certain groups such as patients suffering from Learning Difficulties. 
The Trust’s Head  of Patient Experience has an annual program of work to ensure that the Trust reaches disadvantaged groups and that we are able to learn about the key issues affecting them.  Appropriate action plans will be implemented by Divisions in response to issues that need to be addressed. 2010 /11 the program will cover  

· Children and  Young people ( also a CQUIN agreed with Commissioners) 

· Joint work with NHS Gloucester with Slovak Community.

	(The Government has indicated that it is still considering how to implement this duty.  No specific action to meet this requirement is recommended until appropriate regulations or guidance are published. )

	The Act provides for employees to bring combined discrimination claims at Employment Tribunal where they have suffered less favourable treatment by reason of a combination of protected characteristics (e.g. treatment received because the employee is both Pakistani and female or disabled and homosexual).
	April 2011 
	The Trust occasionally defends claims at Employment Tribunal.  The Trust will in the future respond, where necessary to these alternative jurisdiction measures.
	There is no specific action identified, except that all Employment Tribunal (ET3) responses will be dealt within the spirit of the Act.

In general, the Trust should ensure that the effects of combined discrimination are taken into account in considering equality impact of its practices.

	Public bodies with more than 150 employees may be required to publish gender pay gap information within the provisions of the Act [known as Equal Pay Transparency.  
	April 2011 
	The Trust is not required to currently publish gender pay gap information. 
	The Trust will be required to comply with any orders to publish pay details as and when required. 

	The Act includes provisions for public bodies to be required to use public procurement to drive equality within the provisions of the Act. 
	 No longer to be implemented.
	The embedding of equality within existing procurement processes is variable and undefined. 
	The Coalition Government has indicated in consultation that it will not be implementing this specific requirement as part of the public sector equality duty.

The Trust should consider , when details of the public sector equality duty are confirmed, whether it is appropriate to review procurement processes or develop specific equality outcome objectives regarding procurement.

	The ban on age discrimination is to be extended to cover provision of all public services. 
	2012
	The Trust is committed to ensure no age discrimination in any aspect of their business or service provision.

Key actions are required to actively promote this approach

· Ensure ban on age discrimination is highlighted in Corporate Induction of all staff in Exec Directors presentation 

· Ensure information is included in staff hand book

· Ensure the issues is addressed in ED training with examples 

· Monitor concerns Complaints comment and compliments in relation to the issues (all 7 strands) in Divisional quarterly report and also to the ED Committee.


	The Trust will be required to  assess equity of health service provision with regard to age (except that certain exemptions, yet to be defined, will apply)




1 Note: This note has been updated in light of the Government Equalities Office publication of details of the provisions of the Act to come into force on 1 October 2011.  Where dates other than 1 October 2010 are given for the implementation of provisions of the Act, these are based on currently anticipated implementation dates and are subject to change.
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	Characteristic 
	To eliminate unlawful discrimination, harassment and victimisation 
	To advance equality of opportunity between different groups 
	To foster good relations between different groups 

	Age 
	√ 
	√ 
	√ 

	Disability 
	√ 
	√ 
	√ 

	Sex 
	√ 
	√ 
	√ 

	Race 
	√ 
	√ 
	√ 

	Religion 
	√ 
	√ 
	√ 

	Sexual orientation 
	√ 
	√ 
	√ 

	Gender reassignment 
	√ 
	√ 
	√ 

	Marriage / civil partnership 
	√ 
	X 
	X 

	Pregnancy / maternity 
	√ 
	√
	√


Appendix 4

The following is a list of the consultation questions. 

The responses to the questions should be made on the proforma, which is available for download from the Government Equalities Office website at www.equalities.gov.uk�
Q1: Do you have any comments on our proposals for data reporting? Does the drafting of regulation 2 accurately reflect the aims of the policy described in paragraphs 5.2 to 5.9? 

Q2: Do you have any comments on our proposals for employment reporting? Does the drafting of regulation 2 accurately reflect the aims of the policy described in paragraphs 5.10 to 5.11? 

Q3: Do you have any comments on our proposals for transparency in public service provision? Does the drafting of regulation 2 accurately reflect the aims of the policy described in paragraphs 5.12 to 5.14? 

Q4: Do you have any comments on our proposals for setting equality objectives to achieve transparency about impact on equality? Does the drafting of regulation 3 accurately reflect the aims of the policy described in paragraphs 5.15 and 5.16? 

Q5: Do you have any comments on the changes proposed in Chapter 5 under the section ‘Reducing the burdens on public organisations’? 

Q6: Do you have any comments on our proposals for transition from the existing duties relating to race, disability and gender to the new public sector Equality Duty, as described in paragraphs 6.1 and 6.2 above? 

Q7: We would welcome your views on the proposed list of public bodies for Part 1 and Part 4 of Schedule 19, as described in paragraphs 7.7 to 7.12 above. 

Q8: We would welcome your views on those bodies that we do and do not think should be subject to the specific duties, as described in paragraphs 7.13 and 7.14 above.
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