
Race Relations (Amendment) Act: Monitoring Report on Employment 
Issues: 2004/2005 

1. Introduction 

Amongst the duties introduced for public sector organisations by the Race Relations 
(Amendment) Act was the requirement to monitor specified aspects of their employment 
practices and to produce an annual monitoring report. This is the third such report to be 
produced by Tameside, and will now start to become a key document in assessing and 
informing the Council’s equalities performance in specified areas.   

1.1 Range of monitoring required. 

The legislation requires us to monitor, by their racial groups: 

• 	 Our employees 
• 	 Applicants for jobs, promotion and training 

In addition, as we have more than 150 employees we also have to monitor: 

• 	 Training received 
• 	 Benefit or disadvantage from performance assessment 
• 	 Grievances 
• 	 Disciplinary action 
• 	 Ending employment with the authority 

The ethnic categories that we are recommended to use for this purpose are those used in the 
2001 Census.  The Government’s Best Value performance framework requires us to use 
those categories. It is possible for individual Councils to further sub-divide some categories, 
depending upon the ethnic groups in their locality. The Council has decided that there is no 
need to take this approach. 

For each requirement of the Act this report analyses: 

• 	 The way in which data is collected 
• 	 Any data collection issues that have been raised 
• 	 The results from the data, either as a snapshot at March 31st 2005 or during 


2004/2005, as appropriate.

• 	 Any issues raised by the analysis 

2. Employees 

2.1 Data collection 

The Council’s Personnel/Payroll system has always allowed for ethnic monitoring. Information 
on the ethnic category an employee wishes to be shown under is collected along with other 
key information when an employee commences with the Council. There are some important 
issues with the data collection process which are discussed in Section 2.2 below. 

2.2 Data Collection Issues 

As was noted last year, the classification system for ethnicity previously used did not conform 
with the 2001 Census categories, and it was necessary to ask all existing employees to re
categorise themselves. It was always recognised that there would be problems in getting 
employees to respond and there have now been four separate initiatives. Notwithstanding this 
work, as at March 31st the overall response rate was 83.7%, compared to 73.5% at the end of 
March 2004. 



Specific advice has previously been sought from the Commission for Racial Equality about 
the possibility of getting Managers to classify their employees. Whilst this approach is 
possible under the legislation it does conflict with the Data Protection Act, which requires the 
specific consent of the individual for certain items of sensitive personal data, including ethnic 
origin. In addition the CRE advice was that such a course of action could in practice conflict 
with the over-arching purpose of the Race Relations (Amendment) Act, which is to promote 
equal opportunities and good race relations. The CRE recommended that further action is 
taken to collect information on a voluntary basis.  

The Council is now implementing a new HR/Payroll system, “Trent” from Midland Software. 
As part of this process all employees will be asked to re-validate the information we hold on 
them. This will include their ethnic origin category. As part of this process all old codes that 
cannot be directly matched to a category in the new classification have been coded as 
“unknown”. The  position at the end of March is shown in Appendix 1, showing employees  
coded as unknown. The Trent system will also manage the recruitment process and will not 
require applicants to provide further monitoring information when they commence 
employment. 

2.3 Results 

The situation at March 31st 2005 is shown in Appendix 2 

 This covers all permanent and temporary employees (NB this is not identical to the definition 
used for the relevant Best Value Performance Indicators as this only includes temporary 
employees with more than 12months service)  Whilst the results for the smaller Services 
(those with under 100 employees) are not statistically significant there are considerable 
variations. The overall outcome for the Council is that 3.5% of its workforce is from black and 
minority ethnic groups.  

2.4 Issues raised 

Clearly the Council wishes to have a workforce that is broadly representative of the locality it 
serves. The 2001 Census data makes it possible to draw this comparison. This shows that 
5.2% of the economically active Tameside population aged between and 65 comes from 
black or minority ethnic groups. This compares with 3.5% of the Council’s workforce. This 
does show that there is some way to go to having a representative workforce. However as 
was noted in previous reports Tameside has a more representative workforce than any other 
Greater Manchester Council: See Appendix 3 of the 2002/3 report. (This will be updated when 
more up-to-date information is available for other Councils) 

NB Whilst data is not available for other Councils the Tameside situation is that 74% of its 
employees live within the borough. 

3. Recruitment 

3.1 Data Collection 

The standard application form includes a section to collect equalities monitoring information 
from applicants. The recruitment administration system makes it possible to analyse the 
progress made by applicants. 

3.2 Data Collection Issues 

Information is not available for school-based jobs, where application forms are returned 
directly to the School concerned. For non-school jobs the system depends on completed 
recruitment monitoring forms being returned by Managers.  



3.3 Results 

Appendix 3 has details of the recruitment analysis. The crucial measure is the “equality ratio” 
ie comparing the percentage of successful applicants from each group. 

3.4 Issues Raised 

. As noted above, the crucial measure is a comparison of the percentage of total applicants 
for each ethnic group who are appointed. This “Equality ratio” should be as close to 1to1 as 
possible, but a range between 0.9 and 1.1 to 1 is generally taken to be acceptable. In 04/05 
the BME:White equality ratio is 0.73:1 which clearly falls outside the desired change. For 
comparison the ratio in 2003/2004 was 0.94:1 

It is unclear why the position should have changed so markedly. 

The monitoring system and categorisation used has essentially been in operation by the 
Council for some considerable time. Human Resources intends to 

o Consult with managers on improvements to the monitoring system 
o Develop better means of maximising return rates. 
o Work with Schools to increase available data 

4. Promotion 

4.1 Data Collection 

We have defined promotion as the “movement of existing employees to a new post on a 
higher grade than the one they currently occupy”. Data on promotion has been obtained from 
the Council’s Personnel/Payroll system. 

4.2 Data Collection Issues 

The legislation and the associated CRE Guidance do not have a definition of Promotion. For 
personal or career reasons it is possible to move to a higher grade but with reduced hours, to 
a lower grade but increased hours, from a temporary job to a lower graded permanent job and 
so forth. In any of these cases the employee may perceive that they have been promoted. It is 
also possible for an employee to be “promoted” without changing post, via a specific re-grade 
or as part of a re-structure. 

4.3 Results 

The data collected for 2004/5 is shown in Appendix 4. 

4.4 Issues Raised 

There are no significant differences between ethnic groups: further work is required with other 
GM HR teams to achieve better consistency in definitions of “promoted” 

5. Training 

5.1 Data Collection 

The data is obtained from evaluation forms completed by delegates and input to the 
Organisational and Employee Development teams course booking/training administration 
system. 



5.2 Data Collection Issues 

Data is not available on any training event not organised corporately. This will include any 
training organised by Schools or by individual Services. Monitoring is not currently carried out 
of requests for training by ethnicity.  The Trent system currently being implemented can be 
developed be able to produce this data. 

5.3 Results 

The data for 04/045 is in Appendix 5 

5.4 Issues Raised 

The 04/05 data and the outcomes in previous years show that we train a higher proportion of 
our BME workforce compared to our white workforce. One explanation may be that this 
reflects the relative lack of BME employees in those occupational groups (ie ex manual 
workers) who receive less training than those who need continuous professional development 
or specific updating. 

6. Performance Assessment 

The Council’s Employee Development review scheme ensures that every employee has a 
one to one review with their manager on an annual basis. The review focuses on work targets 
from the previous year, targets for the current year, evaluation of any training  received in the 
previous year and identifying training needs for the current year. 

This assessment is not a forum for decisions on promotion/demotion or any pay issues. 

The new Trent system currently being implemented will be able to produce information on the 
EDR process and the ethnicity of employees 

7. Disciplinary Action 

7.1 Data collection 

The workload monitoring system within Human Resources gives us data on employees who 
have gone through the disciplinary process. HR data will not cover employees who have been 
given an oral warning. The ethnic grouping data is obtained from the employee’s record on 
the Personnel Information system 

7.2 Data Collection Issues 

The data does depend on Human Resources being informed of and subsequently involved in 
a disciplinary case. Within the current disciplinary procedure and the close relationship HR 
maintains with service managers it is possible but unlikely that some cases are not being 
recorded. 

7.3 Results 

The data for 2004/20045 is in Appendix 6 

7.4 Issues Raised 

Given the small number of cases no clear conclusions can be drawn, although the results for 
all three categories are more or less identical. Aggregating the data over the three years for 
which information is available shows no significant variation: On average 0.4% of BME 
employee and 0.47% of white employees are disciplined each year. 



8. Grievances 

8.1 Data Collection 

The workload monitoring system within Human Resources gives us data on employees who 
have gone through the grievance process. HR data will not cover employees who have been 
only reached the “informal “ stage.The ethnic grouping data is obtained from the employee’s 
record on the Personnel Information system 

8.2 Data Collection Issues 

The data does depend on Human Resources being informed of and subsequently involved in 
a grievance case. Within the current grievance procedure and the close relationship HR 
maintains with service managers it is possible but unlikely that some cases are not being 
recorded. A more complex issue is categorising the outcome of individual grievances, as 
there is no clear-cut way of determining “success” or failure. HR will explore if there is any 
way of categorising outcomes. 

8.3 Results 

The data for 2004/2005 is in Appendix 7 

8.4 Issues Raised 

The small number of cases makes it difficult to draw any conclusions from a single year, but 
aggregating the data for the three years for which information is now available shows that on 
average both 0.2% of BME employees and white employees raise a formal grievance each 
year. 

9. Employees Leaving the authority 

9.1 Data Collection 

“Reason for leaving” data is held on the Personnel Information system.  

9.2 Data Collection Issues 

Whilst the data will be robust for those categories in which the Council initiates the process eg 
dismissal, employees are not required to give a specific reason for leaving. 

9.3 Results 

The data for 2004/2005 is in Appendix 8 

9.4 Issues Raised 

There are some variations between ethnic groups, but as our BME employees have a lower 
average age they are potentially less likely to take the early or ill health retirement route and 
this also makes the voluntary resignation outcome higher for this group. 

10. Overall Conclusions 

As noted in previous monitoring reports there are still some issues with the data available for 
analysis. When procuring the HR/Payroll system currently being implemented compliance 
with the requirements of the Race relations (Amendment) Act was included in the system 
specification and the system currently being implemented should resolve the outstanding 
issues. 



This year’s data does reveal some areas of concern around the recruitment process and 
further work will be undertaken which will be included in the Human Resource Business plan 
for 2005/2006. 



Appendix 1: Employees with no or outdated ethnicity data 

Service Area Missing 
ADULT SOCIAL CARE 7.6 
BOROUGH TREASURER 4.9 
CHILDREN & FAMILIES SOCIAL CARE 7.6 
COMMUNITY & IT SERVICES 13.5 
DISTRICT ASSEMBLIES 34.3 
EDUCATION SERVICE 10.8 
ENGINEERING & ENVIRONMENTAL SERVICES 25.9 
EXCHEQUER & SUPPORT SERVICES 12.3 
EXECUTIVE SUPPORT 8.8 
HOUSING & COMMUNITY REGENERATION 3.8 
HUMAN RESOURCES 4.7 
LEGAL SERVICES 10.3 
PENSIONS 13.3 
PLANNING & ECONOMIC DEVELOPMENT 18.3 
POLICY & PERFORMANCE 5.3 
PROPERTY SERVICES 20.9 
SCHOOLS 19.0 
SPORT, YOUTH & CULTURAL SERVICES 18.0 
STRATEGY & SUPPORT 4.5 
Total 16.3 

Appendix Two 

Workforce: all permanent and temporary employees at 31/3/05 

Service Area BME White 
ADULT SOCIAL CARE 4.9 95.1 
BOROUGH TREASURER 5.1 94.9 
CHILDREN & FAMILIES SOCIAL CARE 2.6 97.4 
COMMUNITY & IT SERVICES 7.6 92.4 
DISTRICT ASSEMBLIES 0.7 99.3 
EDUCATION SERVICE 4.2 95.8 
ENGINEERING & ENVIRONMENTAL SERVICES 2.7 97.3 
EXCHEQUER & SUPPORT SERVICES 2.1 97.9 
EXECUTIVE SUPPORT 7.0 93.0 
HOUSING & COMMUNITY REGENERATION 7.8 92.2 
HUMAN RESOURCES 2.4 97.6 
LEGAL SERVICES 3.8 96.2 
PENSIONS 3.8 96.2 
PLANNING & ECONOMIC DEVELOPMENT 2.6 97.4 
POLICY & PERFORMANCE 2.8 97.2 
PROPERTY SERVICES 2.5 97.5 
SCHOOLS 2.4 97.6 
SPORT, YOUTH & CULTURAL SERVICES 11.5 88.5 
STRATEGY & SUPPORT 10.7 89.3 
Total 3.5 96.5 



Appendix 3 

Recruitment Monitoring: Employees recruited in 04/05 

Status BME White Unknown 
% % % 

Applied 58.6 51.0 50.1 
Shortlisted 10.8 12.7 11.3 
Interviewed 25.4 21.4 26.5 
Offered 1.4 1.1 1.5 
Appointed 10.1 13.8 10.6 

Appendix 4 

Employees Promoted in 2004/2005 

Group % of Group promoted 
White 1.8 
BME 1.5 
Unknown 0.1 

Appendix 5 

Training Delivered 04/05 

Group % of Employees % of Employees 
trained in workforce 

White 95 96.5 
BME 5 3.5 

Appendix 6 

Disciplinary Action 

Cases Resolved in 2004/5 

Group Number As % of 
relevant Group 

White 37 0.5 
BME 1 0.4 
Unknown 2 0.1 

Appendix 7 

Grievances 

Cases Resolved in 2004/5 

Group Number As % of 
relevant Group 

White 14 0.2 
BME 1 0.4 
Unknown 2 0.1 



Appendix 8 

Leavers during 2004/2005 

Reason for Leaving Unknown White BME 
As a % of each group 

Dimissal/compromise Agreement 0.0 3.7 4.5 
EMPLOYEE DECEASED 0.0 0.6 0.0 
Early Retirement 10.0 10.8 0.0 
EXPIRY OF F.T.C. 0.0 13.8 14.2 
ILL HEALTH RETIREMENT 0.0 2.2 0.0 
PROBATION NOT CONFIRMED 0.0 0.1 0.0 
RETIREMENT 0.0 4.2 2.5 
Voluntary 90.0 64.5 77.7 
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