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	Capacitybuilders has developed a draft Single Equality Scheme which formally states our approach, and commitment to, equality and diversity. The Single Equality Scheme covers all of Capacitybuilders functions and encompasses each of the seven major equality strands.

This document details our approach to the Single Equality Scheme and is open for consultation until Friday 25th September. 
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1. Foreword


To be included in final version.


2. Introduction to Capacitybuilders


2.1 Who we are

Capacitybuilders is a Non-Departmental Public Body (NDPB), set up in 2006 to deliver Government funding to improve support for frontline third sector organisations across England. We are sponsored by the Office of the Third Sector, within Cabinet Office, and report to the Minister for the Third Sector. 

	Our vision

Capacitybuilders’ overall vision is to help create a more effective third sector. We want all third sector organisations to be able to access high quality support that meets their needs, when they need it. 

By improving support we will strengthen the sector, increasing its ability to create a better life for individuals and communities.


Working with local providers, national delivery partners and government, we aim to achieve a step change in the quality of support available to local Third Sector organisations.  Our investment enables the Third Sector to increase its voice and maximise the contribution it makes to improving public services and building stronger, more resilient communities.
We invest nationally and locally.  Our national support services provide resources and training to the people and organisations who deliver support to frontline groups.  At a local level, whilst we do not provide core funding for delivery of mainstream support services, we work to co- ordinate and improve the direct support available to Third Sector organisations.
2.2  Why we need a Single Equality Scheme

Public Bodies in England are subject to a series of legal obligations under three public sector equality duties that cover race, disability and gender. Each duty was designed with a shared vision: ‘for public services to mainstream equality to ensure that all individuals are able to benefit equally from public services, regardless of their race, gender, or whether or not they are disabled’ (Equality & Human Rights Commission). 

In April 2009, the Government introduced to parliament a new Bill that would streamline existing legislation relating to equality issues. The Equality Bill includes a single duty which covers all seven major equality strands: race, disability, gender, gender identity, religion / belief, age and sexual orientation. However, the single equality duty will not come into effect until 2011. 

As a NDPB and distributor of Government funds operating in a highly diverse sector, it is essential for Capacitybuilders to adhere to the highest standards with regard to the promotion of equality. 

Since 2006 we have invested heavily in specific programmes designed to improve the support provided to marginalised communities. In addition, Capacitybuilders ensures that all grant applications for mainstream funding programmes are assessed against a range of criteria that requires applicants to consider their impact / potential impact on all marginalised communities.

Against this legislative backdrop and track record of promoting equality, recognising diversity and challenging discrimination through various investment programmes, Capacitybuilders has developed a draft Single Equality Scheme which formally states our approach, and commitment to, equality and diversity. The Single Equality Scheme covers all of Capacitybuilders functions and encompasses each of the seven major equality strands. 

The Scheme has been divided into three key strategic areas. These represent the areas in which Capacitybuilders can have the greatest impact on reducing inequality and promoting equality and diversity:

· People 

· Business

· Governance

By the term People we are referring to our staff, future job applicants, employment practices, the working environment we create and general human resources policies etc.

Business represents Capacitybuilders’ core function – a distributor of Government grant funding to third sector organisations.

Governance refers to the extent to which the principles of the Single Equality Scheme are embedded throughout the organisation. 

Focussing our attention on three priority areas has helped us to think more clearly about the outcomes we want the Scheme to achieve and the actions we need to take to ensure that these are realised. Within each of these key areas we have identified further specific themes. Our Action Plan will highlight the steps we intend to take and provide clear accountability for their delivery.

3. People

Promoting equality and supporting the diversity of today’s communities is a core value of Capacitybuilders. We aim to create a workplace that nurtures talent and celebrates our differences and commonalities, while proactively ensuring that all staff have the opportunity to contribute to the overall aims of the organisation.

3.1) People: Fair and open recruitment

As an employer we have an obligation to make sure that policies and functions which affect staff, or prospective staff, are fair and equal regardless of people’s background.

Capacitybuilders values the positive impact a diverse workforce brings and is committed to encouraging job applicants across the breadth of society. We do so by: 

· Openly advertising employment opportunities; 

· Providing application forms, job descriptions & person specifications in a range of media; 

· Interviewing all disabled candidates who meet the requirements of the role.

Areas for improvement / actions

· Capacitybuilders routinely collects and stores monitoring data on all job applicants – covering ethnicity, gender and disability. However, this data has not been systematically collated or analysed.

· Once this analysis has been performed we will be in a better position to measure the extent to which our recruitment practices are fair, open and genuinely encourage applicants from all backgrounds. 

· We will review the findings of this exercise and respond accordingly. This may include an assessment of whether the monitoring data we collect from job applicants is sufficient. Currently this data does not cover all seven equality strands.

3.2) People: Representative workforce

Capacitybuilders operates across England with its headquarters based in Birmingham. We are a relatively small organisation with approximately 40 members of staff, the majority of which are based in the West Midlands. 

Birmingham is England’s second largest city with a diverse and multi-cultural population. Capacitybuilders is keen to contribute to the local economy by employing people who live in or around the area. In doing so we must strive to ensure that our staff who are based in the city are also representative of it. We will never be truly reflective of Birmingham’s population given the relatively small size of Capacitybuilders but what we can do is continue to encourage applicants from a wide range of backgrounds.

Areas for improvement / actions

· Capacitybuilders collects monitoring data on all staff members both past and present. We need to collate and analyse this data, mapping it against the demographic profile of Birmingham. This will provide an indication as to whether our workforce is representative of the city in which we are based.

· We will review whether or not the monitoring data we collect is sufficiently adequate for the purposes and principles behind the Single Equality Scheme.

3.3) People: A positive and equitable working environment

Capacitybuilders aims to ensure that the environment in which our staff operate, both those who are based in our Birmingham offices and for Regional Managers who mainly work remotely, is positive, fair and equitable for all. 
The term ‘working environment’ is incredibly broad covering a range of topics. For instance these may include: opportunities for flexible working patterns; extent to which staff feel valued; sensitivity to different cultural or religious practices; gender pay gap; and appropriate support for staff with disabilities.
Areas for improvement / actions

· Capacitybuilders has little evidence to suggest whether or not our staff feel as though they work in a positive and equitable environment. We need to improve our evidence around this area and will do so through extensive consultation with all employees.

3.4) People: Developing our employees

One of Capacitybuilders’ key aims is to nurture and develop our workforce. We offer all employees training and learning opportunities which are designed to improve the skills required to perform their role, as well as those that will contribute to their career progression. 

Capacitybuilders has recently implemented a new performance appraisal system which is designed to be very much a two way dialogue between employee and line manager. We hope this will result in targets and goals which have been set collaboratively, with an agreed action plan and timetable through which they can be achieved. Our vision is for all employees to take a more pro-active role in setting the agenda for their development in a supportive and encouraging environment.

Areas for improvement / actions

· We must collect monitoring data on the take-up of training and learning opportunities among staff.

· We must ensure that sufficient resources are allocated which allow each employee to access training and learning opportunities.

· We need to put in place an evaluation of the new performance appraisal system to explore whether or not it results in the anticipated outcomes for both employees and line managers. 

4. Business

Capacitybuilders’ main business is to administer grants to improve the support available to the third sector on a national, regional and local level. We do not provide core funding to frontline organisations. Instead we seek to invest strategically; encouraging support providers to work together in order to co-ordinate their work and improve the quality of the support they are able to provide. The table below shows examples of Capacitybuilders’ current investment programmes (all launched in 2008 unless stated).
	National Support Services (National)  Nine sector-led National Support Service workstreams were identified as key priorities for national investment: Campaigning; Change; Collaboration; Communications; Equality; Governance; Income; Performance; Volunteering. Each workstream produces resources, evidence and examples of good practice around their areas of expertise for the benefit of third sector support providers.

Social Enterprise Programme (Regional) Investment to develop support networks for social enterprises.

Consortia Development Grants (Regional / Local) Development grants 
for consortia of support providers, helping them plan and deliver better 
co-ordinated support at a regional and local level.

Capital Investment Programme (Local)  Delivering improvements to resource centres that provide a range of benefits to local third sector groups working in and with the community.

Modernisation Fund (Local – 2009)

Providing a mixture of bursaries and grants to help small and medium third sector organisations explore the possible benefits of merger or collaboration.

Campaigning Research Programme (Local / Regional / National – 2009)

An action research programme looking at effective ways of building the capacity of organisations that represent and support marginalised communities to campaign for change. 


As Capacitybuilders’ primary role is that of a funding body, it is incumbent upon us to use our influence over grant holders and the wider sector to promote equality and diversity. Moreover, Capacitybuilders has a strong track record in providing targeted investment designed to improve support services for organisations representing equality groups.

4.1) Business: Targeted support for marginalised communities

Capacitybuilders has three investment programmes designed specifically to support marginalised groups – the Equalities and Diversity National Support Service workstream, the Campaigning Research Programme (see boxed text above) and the Improving Reach programme.

The Improving Reach programme was introduced in 2006 to provide extra resources aimed at improving the support available to frontline organisations that were committed to working with often excluded communities. These included: black and minority ethnic groups; refugee and migrant communities; faith groups; and isolated rural communities. 

Further funding was allocated to the Improving Reach programme for the 2008-11 spending period. Since 2006, Capacitybuilders has invested £28m on 198 Improving Reach projects across England.
	Improving Reach Case Study – Bosnia and Herzegovina UK Network

There are more than 10,000 Bosnian refugees currently trying to rebuild their lives in the UK. However, they face daily barriers around education and employment issues, language difficulties, racism as well as post-war trauma.

It became clear to refugee groups in the late 1990s that the UK was failing to offer the new Bosnian communities the level of support and access to services that they desperately required. In response the Bosnia and Herzegovina UK Network was created. A 2006 Improving Reach grant from Capacitybuilders allowed the Network and the scope of its activities to grow significantly.

“The Capacitybuilders funding enabled us to help community organisations across the UK that otherwise would have struggled to deliver.” 
 Selim Zlomuzica, Network Co-ordinator.

The Bosnia and Herzegovina UK Network now consists of 16 organisations operating across England providing support to the Bosnian community.


Capacitybuilders will consider developing further targeted investment programmes in the future, provided there is evidence around specific needs or gaps in service provision.

Areas for improvement / actions

· There is limited evidence around the impact of Capacitybuilders’ investment in the Equalities and Diversity National Support Service workstream and the Improving Reach programme at this stage.

· Capacitybuilders has recently commissioned a large-scale, independent evaluation. The evaluation team will explore in more detail the impact and outcomes of both the Equalities and Diversity National Support Service and Improving Reach. 

· Capacitybuilders will review whether or not targeted investment is the best way of improving support services for organisations representing marginalised communities.
4.2) Business: Mainstream grant programmes and equality

Capacitybuilders ensures that that all grant applications for mainstream programmes are assessed against a range of equality criteria which require applicants to fully consider the likely impact of their grant on all potential stakeholders. These criteria are:

· Planning, the extent to which grant holders will promote inclusion and equality, setting objectives and targets where appropriate.
· Decision making, allocating budgets, resources and facilities to ensure a strong focus on equalities.
· Design, shaping services to address needs not met by mainstream services

· Access, improving access to services where they are not being utilised by certain communities.
As with the Equalities and Diversity National Support Service workstream and Improving Reach programme, there is very little evidence available to demonstrate the impact our mainstream funding programmes have had on improving support for specific groups of beneficiaries. The sources of evidence currently available do not constitute a comprehensive and rigorous knowledge base.


Areas for improvement / actions

· We need to establish the profile of applicants to all our funding streams in order to assess the extent to which equality groups are: a) bidding for funding and; b) how successful they are.

· The recently commissioned independent evaluation will help improve our evidence base around the impact and outcomes of Capacitybuilders’ mainstream programmes. This includes looking at outcomes for equality groups.

· We need to explore ways of systematically and routinely capturing data which highlights the impact and outcomes of funding streams.

4.3) Business: Programme design and equality

The vast majority of Capacitybuilders’ investment has been allocated to established funding streams for 2008-11. However, as a key delivery agency for Government we will continue to develop new programmes to meet changing needs and the Government’s delivery priorities. On these occasions we seek to ensure that equality issues are considered right from the outset. An example of this is the ‘Real Help for Communities’ Modernisation Fund, launched on 1st June 2009 by Capacitybuilders, which has been subjected to a full equality impact assessment by the Office of the Third Sector with significant input from Capacitybuilders.

Areas for improvement / actions

· We need to continue to focus on equality issues when designing and implementing new programmes. All new funding programmes should be subjected to an equality impact assessment which should be published and freely available.


4.4) Business: Positive stakeholder experience

We would like all stakeholders who come into contact with Capacitybuilders, whether that’s face-to-face, via e-mail, over the telephone, through our website, newsletters etc. to have a positive experience regardless of their background. By ‘positive experience’ we mean:

· People feel that they have been treated with respect.
· Capacitybuilders has been helpful, e.g. provided accurate and up to date information, proactively sought to address a problem.
· We follow up on issues or tasks promptly and effectively.
· Information is available in a range of accessible formats, using language that is free from jargon.
· Members of the public can easily contact us through a range of media in order to share feedback on various activities Capacitybuilders is involved with.
· People look forward to engaging with us.

We aim to achieve this through working closely as an organisation. We have regular staff meetings whereby all Capacitybuilders employees come together to share their news, experiences and learning around the projects they are involved with. It is also an opportunity for the Senior Management Team to disseminate information on a more strategic level. The intranet is also utilised as a means to engage with staff and share information. 

The all staff meetings and intranet therefore provide effective methods of communication through which Capacitybuilders staff are able to gain a regular and thorough insight into the organisation’s activities. Consequently, staff are better equipped to engage with external stakeholders and advise them appropriately.

Areas for improvement / actions

· We need to consult stakeholders over their experiences of engaging with Capacitybuilders.
· Seek feedback from staff on the methods through which we share information across the organisation.
· All staff will complete equality training. Part of this training will cover how Capacitybuilders staff treat / relate to stakeholders from diverse backgrounds.

4.5) Business: Capacitybuilders, our suppliers and equality

In order for Capacitybuilders to operate as an organisation and deliver funding to the third sector as efficiently and effectively as possible, we must employ the use of outside contractors or suppliers for specific functions. These can obviously vary hugely from stationery suppliers to research and evaluation specialists; from conference organisers to website developers.

We recognise our duty to ensure that commissioning and procurement practices are fair, equitable and open to all organisations that meet the criteria for the service that we require. 
In order to support this, Capacitybuilders adheres rigidly to best practice guidance as stated in our Finance Manual, and legal duties around commissioning and procurement outlined by the European Union and introduced to UK law through the Public Contract Regulations 2006.

Capacitybuilders is also aware that in some instances our purchasing power as an organisation may help to promote and improve equality standards among our suppliers. 
For example, where organisations employ five people or more, we would require potential suppliers to have a document which clearly states their approach to equality and diversity. 

If they are unable to produce one without good reason Capacitybuilders will not enter into a contract agreement with them.

Areas for improvement / actions

· We will review our processes for developing approved supplier lists to make certain that equality and diversity are key criteria for selection. 

· The type and extent of assurance we require from suppliers around equality and diversity must be commensurate with the size of the supplier and the function they will be performing for Capacitybuilders. We must ensure that our procurement practices strike an appropriate balance in each instance.

5. Governance


For the Single Equality Scheme to have greatest impact it must be embraced by the entire organisation, starting with the Board and the Chief Executive. Positioning equality and diversity at the heart of everything we do will demonstrate our ongoing commitment to promoting equality.

5.1) Governance: Diverse Board membership

The Capacitybuilders Board is broadly reflective of the diverse and multi-cultural society in which we live. The role of the Board is to provide Capacitybuilders with strategic direction and positioning the organisation to have the greatest impact on improving support services to the third sector.

Board members each have extensive sector experience. Many also have a keen interest and detailed understanding of the issues faced by marginalised communities across the country. 


Areas for improvement / actions

· Following a restructuring in 2008, the Capacitybuilders Board has a diverse membership with a strong understanding of the full range of equality strands.

· In future, Board members should engage in regular discussion and debate on equality issues pertaining to Capacitybuilders.

5.2) Governance: Board ownership of the Single Equality Scheme

The Single Equality Scheme has been developed by an internal working group including members of the Capacitybuilders Board and Senior Management Team. 

For the Single Equality Scheme to have real impact it is vital that it has a prominent status within Capacitybuilders. Strong Board member presence on the internal working group plus regular feedback to the full Board on progress made against the action plan will maintain the Scheme’s high profile.

Areas for improvement / actions

· Capacitybuilders Board has ultimate responsibility for the implementation of the Single Equality Scheme.

· Board members must continue to be heavily involved in the Single Equality Scheme Internal Working Group.  

· All papers presented to the Capacitybuilders Board and at Senior Management Team meetings should include an assessment of its impact on equality.

5.3) Governance: Single Equality Scheme embedded throughout organisation

While it is essential that ultimate responsibility for the Single Equality Scheme rests at Board level, its principles must be embedded in Capacitybuilders’ organisational culture. Staff must be made aware of the Scheme’s existence, the reasons behind its development and the key principles that underpin the document. 

Areas for improvement / actions

· All staff have been given the opportunity provide feedback on the development of the Capacitybuilders Single Equality Scheme.



· All staff will undergo equality training. While this will undoubtedly include raising the awareness of equality legislation and how to better recognise discriminatory behaviour for instance, the exact content of the training will be tailored specifically to the needs of Capacitybuilders as an organisation. We do not feel that one type of training session will suit the needs of all staff. 

5.4) Governance: Decisions informed by best possible data

Capacitybuilders is a relatively small organisation with limited resources. Our goal of improving the support available to all third sector organisations is a challenging yet achievable one. Our funding needs to be spent wisely, ensuring the greatest benefit for the sector while still maintaining value for money. Therefore key policy decisions such as whether to develop new funding programmes, or whether to provide targeted investment to meet specific needs, must be informed by accurate and robust data. 

This means we must continue to work on improving our evidence base focussing on the impact of our investment – both generally and on groups representing equality areas. What has / has not worked? Why did / did it not work? What was the outcome? 

Continuing to learn from the answers to these key questions will inform Capacitybuilders’ decision making processes and the funding it administers.

Areas for improvement / actions

· Use evidence generated by the independent evaluation of Capacitybuilders to inform decision making.
· We need to ensure that evaluations are included in the programme design process. Capturing appropriate data on equality groups will also be vital. 

· Equality impact assessments will be carried out on all new policies and programmes.
5.5) Governance: Communicating progress

Capacitybuilders will ensure that the commitments made in the Action Plan are acted on and real strides are made in further improving our performance around equality and diversity. 

In order to continue our engagement with third sector organisations on equality issues we fully recognise the need to communicate our aims and objectives for the Single Equality Scheme (SES), as well as our progress in meeting them. 

Areas for improvement / actions

· We will conduct an annual performance review of our progress in implementing the SES Action Plan. This will be overseen by the Single Equality Scheme Internal Working Group.

· Progress reviews will be published and made available through a range of media.

· We will continue to engage with Capacitybuilders staff, external stakeholders and strategic partners over the implementation of the Scheme and promotion of equality and diversity throughout the sector.

6. Action Plan


Our Action Plan sets out the steps that Capacitybuilders will take in order to implement the Single Equality Scheme. This includes information on who owns specific actions and a timescale for delivery.

A self-assessment element for each action has also been introduced. This demonstrates our perception of how far along we feel we already are in the implementation of the Single Equality Scheme, and the distance left to travel in meeting our aims and objectives. The self-assessment works on a simple traffic light rating system:


Red

=
Limited progress


Amber 
=
Progress being made


Green
=
Goal achieved

While this is an arbitrary rating, our assessment will be based on areas where we feel there is sufficient evidence to make a judgement.


The plan is split into three sections and reflects our key priority areas as outlined previously:

· People 

· Business

· Governance

People
	Outcome


	Current Performance
	Actions
	Timescale
	Owner

	1) Our recruitment practices are fair and open to all


	Amber
	1.1) Conduct an impact assessment of recruitment policy. Collate and analyse monitoring data to build a profile of job applicants. Use the findings from this exercise to identify whether gaps exist for particular equality groups applying for jobs at Capacitybuilders.

1.2) Based on recommendations from the impact assessment, update recruitment practices to improve accessibility to all.

1.3) Monitoring data collected on job applicants is extended to include information on all seven major equality strands.
	December 2009

January 2010

January 2010
	Head of Operations

	2) Our employees (based in Birmingham) are broadly representative of the West Midlands


	Amber
	2.1) Establish a demographic profile for the West Midlands based on the most recent statistics available.

2.2) Collate and analyse existing monitoring data collected on staff. Map this analysis to the demographic profile of the West Midlands to

 gauge representativeness.

2.3) Extend the type of monitoring data collected to include all seven major equality strands.


	December 2009

December 2009

January 2010
	Head of Operations

	3) A positive and equitable working environment


	Red
	3.1) Consult with staff on the extent to which they feel they work in a positive and equitable environment.

3.2) Produce a short report identifying the key findings of the consultation exercise and the steps Capacitybuilders will take to address them.

3.3) Surveys with staff on their perceptions of the working environment should be completed on an annual basis.


	September 2009

November 2009

September 2010
	Head of Operations

	4) All employees to be supported in their development


	Amber
	4.1) Effective implementation and evaluation of the new performance appraisal system.

4.2) Collect data on the extent to which staff feel they have access to training and development opportunities.


	April 2009 and ongoing


	Head of Operations / all staff with line management responsibilities


Business

	Outcome


	Current Performance
	Actions
	Timescale
	Owner

	5) Capacitybuilders provides targeted investment to support marginalised communities where appropriate


	Green
	5.1) Capacitybuilders ensures that the independent evaluation (2008-11) looks at the impact and outcomes of our investment in the Improving Reach programme and the Equality NSS workstream. These findings will be published and freely available.


	March 2011
	Head of Policy

	6) Mainstream grant programmes deliver benefits to all parts of the sector, including equality groups 


	Amber
	6.1) Establish the profile of new applicants for funding. From this we will assess the extent to which equality groups are: a) bidding for funding and; b) successful in their applications.

6.2) The independent evaluation to explore the impact of Capacitybuilders investment at all levels of the sector. These findings will be published and made freely available.


	March 2010

March 2011
	Head of Grants

Head of Policy

	7) The design process for all future investment  programmes will fully consider the potential impacts on equality groups
	Red
	7.1) An equality impact assessment will be conducted prior to the introduction of new funding programmes. All assessments will be published and made freely available.
	Ongoing
	Director of Policy & Programmes

	8) All stakeholders engaging with Capacitybuilders have a positive experience
	Amber
	8.1) Conduct an impact assessment on our external communication strategy.

8.2) Seek feedback from external stakeholders over their experiences of engaging with Capacitybuilders.
	March 2010

September 2009 and ongoing


	Head of Communications



	9) Capacitybuilders’ commissioning and procurement practices are fair and equitable to all applicants who fit the required criteria


	Green


	9.1) Capacitybuilders continues to adhere to best practice and legal requirements when commissioning and procuring goods or services.

9.2) Conduct a review to ensure that equality and diversity are key criteria for being selected on any of Capacitybuilders’ approved suppliers lists.


	Ongoing

September 2009
	Head of Finance




Governance
	Outcome


	Current Performance
	Actions
	Timescale
	Owner

	10) Capacitybuilders Board comprises members from diverse backgrounds


	Green
	10.1) Capacitybuilders’ Board members will all complete equality training.
	Ongoing
	Office of the Third Sector

	11) Capacitybuilders Board retains ultimate oversight of the Single Equality Scheme


	Green
	11.1) Capacitybuilders Board must approve the Single Equality Scheme. 

11.2) Capacitybuilders Board will seek regular updates on progress made against the actions contained within this plan.

11.3) A minimum of three Non-Executive Board members will remain involved in the Single Equality Scheme Internal Working Group. One of whom will take the role of Chair.


	Ongoing

Ongoing

Ongoing
	Capacitybuilders Board

Single Equality Scheme Internal Working Group

Capacitybuilders Board

	12) The principles of the Single Equality Scheme become embedded throughout the organisation


	Amber
	12.1) All Capacitybuilders staff have been consulted over the content and scope of the Single Equality Scheme.

12.2) All staff and Board members will undergo equality training.

12.3) Managers will complete additional training on ‘How to Manage a Diverse Workforce’.
12.4) Capacitybuilders will participate in the ‘Committed to Equality’ quality standard. This will measure our effectiveness in implementing the Single Equality Scheme across the organisation.


	July – September 2009

October 2009

November 2009

November 2009 and ongoing
	Single Equality Scheme Internal Working Group

Capacitybuilders SMT

Capacitybuilders SMT

Single Equality Scheme Internal Working Group



	13) Capacitybuilders decisions are informed by the best possible data


	Amber
	13.1) Through the independent evaluation we will improve our evidence base around the impact of our investment. 

13.2) Equality impact assessments will be conducted prior to the introduction of all new policies or programmes.

13.3) Evaluations will be built into all new programmes.
	March 2011

As appropriate

As appropriate


	Head of Policy

Director of Policy & Programmes

Director of Policy & Programmes



	14) Capacitybuilders will communicate progress in implementing the Single Equality Scheme
	Red
	14.1) Annual reviews will be conducted to demonstrate the progress made in implementing the Single Equality Scheme.

14.2) Progress reviews will be overseen by the Single Equality Scheme Internal Working.

14.3) Progress reviews will be presented to the Capacitybuilders Board and staff before being published using a variety of media.

14.4) Capacitybuilders will work with strategic partners, such as the National Equality Partnership, to maintain its ongoing engagement with the sector around equality issues.
	April 2010, annually thereafter

Ongoing
	SES Internal Working Group / Policy Team

Policy Team


