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TRACKING DIVERSITY PERFORMANCE




e-quality: Summary of the 2010 Programme
1. Introduction

e-quality is a tool designed by the EFA to benchmark organisational performance in diversity: assessing performance in relation to eleven dimensions (described in Appendix 1) and across six of the protected characteristics defined in the Equality Act 2010 (Table 2).
21 organisations, 12 from the public sector and 9 from the private sector, participated in the 2010 programme.

e-quality uses a self-completion questionnaire to derive reports which classify overall scores against levels described as Gold, Silver and Bronze standard. In 2010 the distribution of results was:

Table 1

	
	Public sector
	Private Sector
	Total

	Gold
	1
	2
	3

	Silver
	10
	6
	16

	Bronze
	1
	1
	2


2. Differences between protected characteristics
2.1 The Equality Act gives an equal footing to all protected characteristics, but historically UK discrimination law has developed on a piecemeal basis, with some grounds of discrimination (such as sex, race and disability) longer established than others (such as age and sexual orientation). For the public sector, the Equality Act will harmonise the equality duties beyond the existing duties in respect of sex, race and disability and extend the new duty to include age, gender reassignment, pregnancy and maternity, religion or belief and sexual orientation. 
2.2 Results from e-quality in 2010 indicate that organisations perform better in relation to those characteristics where discrimination has been outlawed the longest.

Table 2 below shows both the average scores achieved by participants against each of the protected characteristics and the spread
 between the highest and lowest scoring organizations:
· it demonstrates that organisations are generally better able to deal with disability, gender and race, with both higher average scores and lower spread;
· religion or belief and sexual orientation show both the lowest average scores and the greatest spread between organisations. 
Table 2
	Protected characteristic
	Average score
	Spread

	Disability
	57
	49

	Gender
	54
	49

	Race
	54
	49

	Age
	53
	53

	Sexual orientation
	50
	64

	Religion or belief
	50
	64


3. Differences between dimensions (see Appendix 1 for definitions)
Table 3 below shows the average scores and the spread across the 11 dimensions of diversity assessed by e-quality.

Table 3

	Dimension
	Average score
	Spread

	Engagement and culture
	83
	31

	Implementation
	83
	75

	HR processes
	81
	44

	Balancing measures
	75
	100

	Reinforcement
	74
	42

	Communication and consultation
	73
	84

	Strategy
	71
	61

	Monitoring
	52
	72

	Training and awareness
	46
	88

	Audit and review
	43
	53

	Improvements
	26
	46


‘Engagement and Culture’ has the highest average and lowest spread of scores, with a minimum score of 69;
11 out of 21 organisations scored more than 90 in ‘Implementation’ (with 18 scoring more than 70);
‘Improvements’ is the worst performing dimension, with a maximum score of 50 for any participant;
‘Balancing Measures’ has the widest spread of results.

4. Comparison between the public and private sectors
4.1 Top rated organisations
There were notable differences between the public and private sectors in their performance against the various dimensions:
· The top 3 organisations in ‘Audit and Review’ were public sector; 
· The top 3 organisations in ‘Training and Awareness’, Reinforcement’ and ‘Improvements’ were private sector; 

· The 7 highest scoring organisations in ‘Training and Awareness’ were private sector and the 8 lowest were public sector.
4.2 Analysis by average score across dimensions
Table 4 below highlights the difference in average dimension scores between public and private sectors.
Table 4

	Dimension
	Public sector average
	Private sector average
	Difference

	Training and awareness
	26
	73
	47

	Communication and consultation
	84
	60
	24

	Balancing measures
	82
	66
	16

	Monitoring
	58
	46
	12

	Engagement and culture
	80
	88
	8

	Reinforcement
	71
	78
	7

	Audit and review
	46
	41
	5

	HR processes
	80
	83
	3

	Implementation
	85
	82
	3

	Strategy
	72
	71
	1

	Improvements
	26
	27
	1


The highest difference is in ‘Training and Awareness’, where the private sector average score is 47 points higher than the public sector;
Other double digit differences exist in ‘Communication and Consultation’, ‘Balancing Measures’ and ‘Monitoring’, where in each case the public sector average is higher than the private sector.
4.3 Analysis by average score across characteristics
Table 5 below highlights the difference in average public and private sector scores across protected characteristics: 

Table 5

	Protected characteristic
	Public sector average
	Private sector average

	Disability
	59
	55

	Race
	56
	52

	Gender
	56
	53

	Age
	53
	53

	Sexual orientation
	51
	50

	Religion or belief
	50
	49


The average public sector score was higher than that of the private sector on five of the protected characteristics considered by e-quality;

The highest public sector average scores were on disability, race and gender where public sector equality duties pre-existed the Equality Act.
5. Summary
Participating organisations have and are using e-quality to shape and drive their diversity strategy and plans. Feedback indicates that the detailed reports are helpful in communicating with and influencing senior business leaders.
Appendix 1

The e-quality dimensions

1. Strategy

This dimension explores the extent to which an organisation’s commitment to diversity is reflected in high level strategy, and can be seen in documented policy and practice. It also considers whether the consideration of diversity is integrated into core business functions such as marketing and communications.

2. Implementation

This dimension considers how an organisation’s strategic diversity objectives are delivered: the organisation structures used and the level of management engaged. It also examines the current focus of work on diversity and whether change is planned in the balance of these efforts between strands

3. Monitoring

This dimension reviews what monitoring data on diversity is collected by an organisation, how complete and reliable they are and how the information is stored and used. It also examines the extent to which organisations monitor key HR processes for any indication of potential discrimination on any of the protected strands.

4. HR Processes

This dimension examines whether an organisation adopts certain specific HR practices which may be critical to achieving equality in respect of one or more of the protected strands.

5. Audit and Review

This dimension considers how frequently organisations review their HR policies and certain business functions and activities for their impact on diversity and consider the need for general or strand specific changes.

6. Communication

This dimension examines the scope of communication and consultation on diversity issues and the channels used for such dialogue. It also asks for an assessment of how well informed employees are of their rights and responsibilities in respect of each protected strand.
7. Training and Awareness

This dimension enquires as to how organisations prioritise their delivery of diversity training, whether such training is mandatory and, if not, the take up for voluntary training. It also examines the allocation of training between the diversity strands.

8. Balancing Measures

This dimension explores the extent to which an organisation adopts positive action measures and the groups towards which such measures are directed.

9. Reinforcement

This dimension assesses the extent to the measures used by organisations to enforce their diversity policies are effective in practice.

10. Engagement and Culture

This dimension examines how deeply embedded diversity is in the attitudes and behaviours of management.

11. Improvements

This dimension examines what demonstrable effects there have been from an organisation’s activity on diversity: for example, on the workforce profile, employee performance or satisfaction and on the organisation’s reputation as an employer.
� The difference in score between the highest score and the lowest score





