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SCOTTISH GOVERNMENT GENDER EQUALITY SCHEME 2008-2011:
HMIE ACTION PLAN 2008-2009: PROGRESS REPORT
The Scottish Government’s Gender Equality Scheme 2007-2010 was published in March 2007. The Scheme was revised in June 2008 and set out how the Scottish Government intends  to meet its gender equality duty over the period 2008-2011. It outlines the actions the Scottish Government intends to take to ensure that its policies, practices and services take into account the ten high level gender equality objectives.  The Scottish Government plan to provide a high level strategic annual report by the end of March 2009.

HMIE subscribes to the Scottish Government’s Gender Equality Scheme and our action plan for the period 2008-09 was published as part of the Scheme.

The table below provides an overview of:

· the targets we set ourselves;

· the progress made with each target; 

· any action points carried forward to the period 2009-10 or beyond; and
· our progress with the cross government targets to promote gender equality.
	What we said we would do & by when
	What we achieved
	What we need to do next

	A. Human Resources

	· Through the updated HR policy, the HR team would improve data collection and collation systems in relation to  gender equality. (Dec 2008)
	We publish detailed figures in our Annual Report in relation to grades of staff and gender split. 
The Scottish Government publishes detailed statistics in relation to the gender breakdown of all its employees.
	Collect and collate information in relation to other employees, for example lay members and associate assessors.
We need to update information on an annual basis.

Take action to address issues arising from analysis of our data.

	· We will address issues arising from equality impact assessment (EQIA). (ongoing)

	We carried out a number of EQIAs in 2008 and are taking action to address issues arising.

We provided training for all HMIE in relation to EQIA in December 2008.
We modified the SG pro forma for EQIA to better meet the needs of our organisation.

We are currently making further revisions to our EQIA guidance and documentation.
	EQIA strategy to be finalised in April 2009.
Continue to Include issues arising from EQIAs in our action plan and ensure improvements are made.

	· In relation to workforce planning, HR will ensure quality information and feedback is available on gender issues to enable effective monitoring and continuous improvement to take place .
     (ongoing)

	HR Manager provides quarterly reports to Senior Management Group on HR issues, including gender of HMI and CS staff.
	Continue to gather information in relation to gender and make this information available and accessible for appropriate use.
Take action to address issues arising from analysis of our information.

	· In relation to the Induction programme, HR will ensure that all employees and associated staff are familiar with  gender equalities information and related responsibilities both internal and external. (Aug 2008)

	This action point has yet to be fully achieved.
	Consult relevant personnel to check current induction procedures and take action to improve where necessary.

	· Through ongoing training and continuous professional development we will ensure that all employees and associated staff are familiar with  gender equalities information and related responsibilities and pay due regard to the need to promote equality of opportunity between men and women. (Aug 2008-Mar 2009)

	Gender equalities training was included on the agenda at SDCORP in December 08 and the National Conference in Feb 09.
	Continue to maintain gender equality training as part of our ongoing continuous professional development during the next year.

	· We will further develop staff understanding of  equality issues and skills by building goals and targets into performance objectives and/or personal learning plans across the organisation. (June 2008)
· Ensure that all line managers are aware of the equality needs of staff they manage. (ongoing)
· Ensure that arrangements for reporting and addressing concerns/complaints related to discrimination/diversity issues are clear to all employees and associated staff. ( Dignity at Work)
	All staff are required to have an equalities target built into the performance appraisal system and are encouraged to set  an equality related objective for their personal learning plan.
	Ensure that all staff set an equality related objective at their annual review.
Ensure that all staff are aware of the Dignity at Work policy.

	B. Inspecting , review and reporting policy.

	· Inspection and review staff will undertake to hold discussions with staff in schools and pre-schools, colleges, education and local authorities and their partners about gender equality.  These will take place as part of the planned inspection/review programmes and during scheduled meetings. (Aug 08)
	Advice on inspecting equality issues, including gender equality, has been regularly updated and issued to inspection and review staff. The most recent advice note on inspecting pre-school centres and schools was issued in August 2008. This advice forms part of the inspection manual and is also available on the HMIE equalities area of the intranet.
Evidence was collated from a number reports of inspection findings (RIF) and collated and shared with staff.

Gender equality training was delivered to all Directorate 1 and 2 colleagues in Aug 08.

Gender Equality training was delivered to all new Directorate 1 and 2 associate assessors in December 08.
	National Specialists will continue to provide up to date advice to colleagues.
Continue to gather evidence recorded in inspection and review in relation to the equalities duties. This should be done on an ongoing basis throughout the year.

	C. Meeting the General Duty to Promote Gender Equality in our Policy Making – A Cross-Government Commitment

	Leadership/management role

· We will promote gender equality and the effective delivery of the gender duty.

· We will ensure a gendered perspective in the work of our internal and external groups, committees and advisory bodies.

· We will support gender equality in the Scottish Government by encouraging positive attitudes towards flexible working and other forms of alternative working in line with HR Diversity Strategy and Diversity Delivery Plan.
	HMIE is taking due regard of the objectives set out in the SG Gender Equality Scheme.

	Continue to pursue these objectives.

Improve our monitoring and reporting of these objectives and take action to address any issues arising.

	Equality Impact Assessment

· We will build EQIA into business planning, ensuring that EQIA is carried out on all new policies.

· We will consider which existing or established policies should be prioritised for EQIA.

· We will use the results of EQIA to influence policy development and spend


	We carried out a number of EQIAs in 2008 and are taking action to address issues arising.

We provided training for all HMIE in relation to EQIA in December 2008.

We modified the SG pro forma for EQIA to better meet the needs of our organisation.

We are currently making further revisions to our EQIA guidance and documentation.
	EQIA strategy to be finalised in April 2009.

Continue to Include issues arising from EQIAs in our action plan and ensure improvements are made.

	Staff Training

· We will ensure that staff have appropriate equality training.


	Gender equalities training was included on the agenda at SDCORP in December 08 and the National Conference in Feb 09.

Gender equality training was delivered to all Directorate 1 and 2 colleagues in Aug 08.

Gender Equality training was delivered to all new Directorate 1 and 2 associate assessors in December 08.


	Continue to maintain gender equality training as part of our ongoing continuous professional development during the next year.

	Images

· We will use positive images of women and men in our publications to address gender stereotyping.


	We ensure that positive images of males and females are used in our publications.
	Continue to use positive images in our publications.

	Increased Participation

· We will ensure that where appropriate we will advertise membership of groups, committees or advisory bodies to increase women’s representation.

· We will ensure that the events which we organise  support the involvement of people with caring responsibilities by offering expenses for childcare etc.
· 
	HMIE is taking due regard of the objectives set out in the SG Gender Equality Scheme.


	Continue to pursue these objectives.

Improve our monitoring and reporting of these objectives and take action to address any issues arising.

	Gathering information

· We will ensure that we take opportunities to improve our understanding of the nature and extent of issues facing women and men by gathering relevant data and information.  This will include our consultations, data collection and our monitoring and evaluation systems.  We will use the information we gather to inform the development and delivery of our policies.


	We publish detailed figures in our Annual Report in relation to grades of staff and gender split. 

The Scottish Government publishes detailed statistics in relation to the gender breakdown of all its employees.


	Collect and collate information in relation to other employees, for example lay members and associate assessors.

We need to update information on an annual basis.

Take action to address issues arising from analysis of our data.

	Engagement with stakeholders

We will ensure we engage women and men in our policy development to understand and take into account their different experiences and needs.

	We ensure that groups developing HMIE policy and procedures, involve both men and women.
	Continue to raise awareness of gender issues with all staff who are involved with stakeholders to ensure an appropriate balance of different experiences and needs.
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