Letter to Branches
	No.  661/13
	Ref GS2.2
	Date:  3 October 2013


To: All Branches 

 
Dear Colleague

RE-ISSUED -  A REPORT ON PROPORTIONALITY 
Please find attached the report on Proportionality, which has been produced in line with the decision taken at the CWU Annual Conference 2011.

Branches should organise a discussion on the report and at their next branch committee meetings.

Comments should be forwarded to Trish Lavelle on tlavelle@cwu.org by Friday 1st November 2013.

Your comments will assist the NEC in developing future policy to support proportionality, and further detailed proposals will be brought to the NEC for ratification. It is intended that there will be a national branch forum in early January 2014 to discuss proportionality and any detailed NEC recommendations in preparation for the CWU Annual Conference 2014.

The NEC in considering the report has made the following amendments:


Amendment 1:

"Except that the circulation of the report, for further consultation and feedback, will include a covering letter that makes it clear that the Recommendations contained within the report (on pages 16 to 18) do not have NEC endorsement, but merely form part of the consultation / debate"

Amendment 2:

" Except that the circulation of the report, for further consultation and feedback, will include a covering letter that makes it clear that, following this wide consultation, a document will come back to the first suitable NEC with further detailed proposals"  

 

Amendment 3:

"Except that, following this wide consultation, and a document coming back to the NEC with further detailed proposals, it will be the NEC's intention to hold a Special General Conference or Forum, where recommendations can be debated. These recommendations will not be constructed as a singular "all or nothing" motion.
As agreed by the NEC we have included some draft recommendations which were attached to an earlier version of the report please note that these do not form NEC policy and were not agreed by the NEC.  However, they are included to assist branches with considering the report in full as we move towards detailed proposals.

Previous draft recommendations not adopted by the NEC:

A) National Union

1. A mentoring training programme to be developed and rolled out so that two reps from each branch can undertake the course within the next two years.

2. An annual audit of each branch’s membership and representative structures to identify any proportionality issues.  (also Branch responsibility) 

3. Research into part-time membership to be undertaken with a view to analysing barriers to their involvement.

4. Draft clear job descriptions for Branch Secretary, Branch Equality Officer, Branch Youth Officer, and Branch Women's Officer.

5. Develop and adopt a union wide “Branch Equality Policy" which binds all Branches to best practice in elections, increasing participation, improving access and encouraging members to get involved.  (also Branch responsibility)

6. An end to all male platforms. (also Regional and Branch responsibility)

7. CWU Equality Conferences to elect three-person Standing Orders Committee at the end of each Conference to run the next year's Conference. Election confined to those self identified with status of conference.

8. Monitoring to be carried out at all CWU conferences.

9. Annual monitoring of all members attending Educational courses, including identification of new attendees.  (also Regional and Branches responsibility)

10. Annual monitoring of CWU members and staff at CWU Headquarters and establishments.

11. Review Rulebook to further define branch rules for underrepresented groups.

B)  NEC 

1. National agreements to be subject to compulsory equality-impact assessment  before being ratified.

2. NEC to examine the practicality of conducting the 2015-2017 NEC elections on the basis of full or improved proportionality.

3. Withheld rebate to be made available for Branch bids for the promotion of proportionality, and greater representation of underrepresented groups and new activists. Business bids to be examined by NEC.

4. Race Advisory Committee and Women's Advisory Committee chairpersons to be seated at the NEC with the same status as CWU Youth Chairperson.

5. NEC to examine the viability of future NEC elections offering job-share for NEC places – as a way of assisting the involvement of part-time workers.
C)  Regions

1. TUC/LRD Equality Audit techniques to be used to examine Regional and local leadership positions and structure of union.  (also Branch responsibility)

2. Review of Branch delegation numbers to assess impact upon proportionality. (also Branch responsibility)

D)  Branches

1. Branch elections to be held as individual membership ballot which may only be undertaken via the post, e-mail and workplaces.

2. Branch delegations to CWU General, Rules and Industrial Conferences must include at least one new activist - and take proportionality into account.

3. Each Branch shall conduct an annual mapping exercise on membership and local demographics.

4. All Branch meeting venues must be accessible without prior request from members with disabilities.

5. Timing and location of meetings will take into account the needs of all Branch members – no groups of members should be definitely disadvantaged.

6. Alcohol should not be consumed in during Branch meetings.

7. Branch Committees will review the reach of all Branch communications to ensure maximum publicity.

8. Branches which regularly fail to send delegations to CWU Equality Conferences will have a percentage of their rebate withheld.

9. Branches will be obliged to assign a minimum percentage of their budgets to promote equality and proportionality issues.

10. From January 2014, all Branches will implement a revised Model Constitution which incorporates additional equality and proportionality provision  

Any enquiries regarding this LTB should be directed to the Education & Training Department at msimpson@cwu.org or telephone 0208 971 7340 quoting GS2.2.

Yours sincerely,
W Hayes

General Secretary
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Guide to setting up branch black members groups

Organising black members: a guide to setting up black members’ groups and networks at branch
level,

The word black is used in the political context to encompass anyone from an Asian, African,
Caribbean, Chinese, etc, heritage. Black in the poltical context encompasses people who have a
shared experience of racial discrimination based on colour.

Why black members need to organise

The Race Relations Amendment Act 2000 was enacted in the wake of the Macpherson Inquiry into
the death of Stephen Lawrence.

The legisiation formally recognised the presence of institutional racism in public authorities, eg, the
police service and the civil service.

A key point emanating from the Macpherson Inquiry was that a ‘colour blind’ approach, ie,
applying the same rules to everyone, regardless of race could fail to recognise and address the
disadvantages experienced by some ethnic minorities,

+ The Race Relations Amendment Act 2000 has placed legal obligations on most public
authorities, to promote race equality, and eliminate unlawful racial discrimination

s Under the legistation, public autherities are obliged to draw up race equality schemes,
demonstrating how public services are delivered to service users in culturally specific ways,
as well as how employers intend to eliminate policies or practices that may inadvertently
disadvantage black staff [ie, those of African, Asian, Chinese , Caribbean , etc, heritage}.

» Under the legislation, public authorities are legally obliged to consult staff on Race Equality
Schemes and as it is black staff who are most likely to suffer discrimination as a result of
employment policies and practices, it is essential that they get involved and are consulted
about Race Equality Schemes.

¢ The world is changing and modernizing at a spectacular rate and with diverse pool of people
in the work force, there are different expectations that cannot always be met by existing
policies. Many existing work place policies, were drawn up many years ago and as such
were not sensitive to issues of ‘race’ or culture.

*  We need to ensure that policies that have an adverse negative impact are effectively
challenged and changed. In addition, black staff should ensure that they have an input into
new workplace policies and as well as reviewing existing policies and procedures with a view
to eliminating negative discriminatory outcomes.

» A Branch Black Members’ Group/Network provides the Branch Executive Committee (the
BEC) with valuable and perhaps different perspective on work related/union policies and
niegotiations on issues that are important to black members. For example the new
Employment Eguality (Religion & Belief) Regulations 2003, should provide more flexibility in
the workplace as te when and how work is managed in order for people to participate in
religious observance. There are also perennial issues refating to performance appraisals and
the knock on effect on promotion, pay and pensions, etc, Are there any proposals to
relocate staff in your workplace? Have you been affected? What did you do?

Branch black members’ group networks
This guidance is designed to help branches currently without a Black Members’ Group/ Network set
one up. Groups of this nature must be accountable and there must be clear an to the Branch

Executive Committee,
The fundamental objective of setting up such groups is to help us identify the key issues that
affect black workers and empower biack members {0 lead union campaigns on these issues by

involving them in union activity.
Help, advice and assistance in setting up and running a campaign is available from the PCS

Campaigns Department 020 7801 2820 020 7801 2820

Functions
Functions of group/ network should include :

* identifying major issues of concern to black members






* proposing solutions to the problems identified

+ epcouraging black members to participate in union activities

work with the branch organiser to encourage more black workers to Jom PCS and get
involved in campaigns

Make the union relevant to black workers by campaigning on their key workplace Issues
Ensure that our activists fully represent the diversity of our workplaces

commenting and making recommendations to improve race equality scheme
communicating and working with the branch secretary

in conjunction with the branch secretary deciding on mechanisms to evaluate the progress
of issues

reporting back progress to black members

* considering motions for the branch AGM

e encouraging black members to attend PCS educational courses, eg, Achieve rep. courses.
(Achieve is a personal development course specifically tailored for black staff). The course is
only open to PCS members.

encouraging black members to stand for election at branch, group and national level
breaking down pockets of isolation

encouraging black members to become members of PCS reglonal committees

encourage members to become members of the PCS national black members network and
regional networks

- &% © o -

The suggested procedure

How to go about setting up such advisory groups is not set in stone, butAthe following steps have
proved successful:

e Contact your branch secretary with a view to utilising existing branch resources to set up
the group.

* The branch secretary’s involvement is vital in terms of securing facility time for the
Secretary of the black members’ group/network to undertake administrative duties, as well
as securing paid time off for members to attend meetings during work time.

e The branch secretary will also be able to authorise any reasonable expenses incurred as a
result of setting up a meeting, eg, refreshments. Negotiating points to be used in securing
facility time could include the employer’s obligation to consult on the race equality scheme,
and management meeting diversity objectives.

+ Informal discussion should take place amongst black members explaining the need to
establish the group/network.

« In conjunction with the branch secretary or branch equality officer issue a circular
advertising the intention to set up the group/network and set a date for the in-augural
meeting. You may choose to identify some of the key workplace issues to be discussed at
this meeting as members’ are more likely to attend a meeting that addresses these than
simply to elect committee members.

The first meeting of the branch black members’ group/network should elect/nominate a:

¢ Chair and secretary :
+« There is no limit to the number of people who can be members of groups or networks

The secretary of the group or network's responsibilities will include:

Keeping records of the group’s membership database

Producing agendas

Producing a record of decision meefings and action points

Ensuring action points are followed up

Booking meeting rooms

Ensuring that correspondence and information is dealt with effectively
Liaising with the chair black members’ group and the branch secretary/BEC

* ® & & * & @






s Attending branch meetings to ensure that issues raised by the black members’ group are
explained or answers provided to any questions that may arise.

Identifying priorities

Although there are no hard and fast rules about ascertaining those priorities, tried and tested ways
that have resulted in success have been the use of :

s  Questionnaires
»  Consultation meetings

Encouraging wide participation

+ Ad hoc membership/single issue volunteers

» Experience has shown that whifst some union members may not feel able to commit
themselves to being members of ‘focus’ groups fuil time, they may, when certain issues
arise, commit themselves to single campaigning concerns e.g. performance
marking/appraisals, access to training, The branch black members’ group/network shoutd
therefore be flexibie enough to include individuals on an ad hoc basis, as individuals may
have special

* oxpertise in particular areas.

Timings and venue

Where and when and what is on the agenda will influence turn out to meetings, The timing of
meetings can be particularly difficudt when there are shift or part time workers. Lots of people
object to smoky, noisy atmospheres - so apart from timing, think about the venue as well,

Paid time off to attend meetings

1t is a common shared experience amongst many black union members that they face difficulties
getting time off to attend meetings arranged during work time - even where managers have been
given notice well in advance of their intention to attend meetings covered by facility time.

Where some members have experienced numerous obstacles preventing them from attending
meetings, branch secretaries have

» made personal approaches to line managers on behalf of members with a view to securing
time off to attend meetings.

+ sent letters to line managers advising them of dates of meetings with an accompanying
explanation that facility time has been granted to permit members to attend the meeting

e written to divisional heads of departments asking for assistance to persuade [ine managers
to allow staff to attend meetings

s written to diversity champions asking them to assist in securing time off for members to
attend meetings. -

Persistent difficulties in securing time off to attend meetings covered by facility time should be
reported to the branch secretary with a view to finding a way forward.

In some cases, it may not be possible to get paid release for all attendees. This should not stop
you from holding these important meetings, though. Consider lunchtime events, meetings before
or after work and consult those involved for the most suitable arrangements for them.

Virtual meetings

There will be occasions when it will not be possible to schedule a meeting and where possible the
meeting can be conducted electronically - ie by email. However beware as there may be some
members who do not have access to computer terminals so that effort needs to be made to ensure
that those without access to a computer are informed of discussions and outcomes. This can be
done by a newsletter,

Newsletters






Newsletters are good sources of information and a way of providing people who are unable to
attend set meetings with a report back. Consider asking people to contribute to newsletters,
especially if they have a particular expertise or knowledge about a particular subject

Religious observance

Be aware of major religious festivals, Try to find out what how best to accommodate members
wish to attend a meeting, but are observing a religious practice/festival.’

Length/conduct of meetings

Avoid having long meetings. Every attendee should have the opportunity to contribute to a debate.
The chair is responsible for responsible for ensuring that no single person or group of people
dominate the meeting, as well as adhering to the agenda. The chair is responsible for setting the
protocol of the meeting and ensuring that all attendees are treated with respect.

Objective of meetings

At the end of each meeting, people must come away with a feeling of achievement. There must be
clear action peints to take away and agreement reached as to when a report back on progress or
otherwise will be made.

Reports must be copied to the branch secretary. Remember evidence from our surveys proves that
members join and get involved in unions because unions campaign on issues that are important to
workers. Keep your meetings focussed on identifying and addressing workplace issues and try to
restrict bureaucracy to a minimum.

Single issue meetings/speakers

At times it may be necessary to restrict meetings to a single item. Consider inviting a speaker as
this can help provide the catalyst for interesting debates and providing alternative perspec_:tives

Expenses

All reasonable expenses incurred as a result of travelling to a meeting should be met from branch
funds. The secretary of the black members’ group is responsible for passing on expenses to the
branch secretary, chair or treasurer for payment authorisation.

Black members groups - group level

Much of the above applies to black members at group level. In terms of the procedure there is a
slight departure that Instead of contacting the branch secretary, contact needs to be established
with your national officer at PCS headquarters who will advise on the protocol for setting up a
black members’ group at group/national branch level,
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CWU YOUTH AND WOMEN
PHASE 2 PARTICIPANTS
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PHASE 2

This is a report on phase 2 of the programme launched by CWU Youth to deal
with the under representation of women in the CWU'’s youth structures and
CWU Youth events. '

Following a roundtable discussion in June 2012, the Youth Committee decided to
convene a follow-up meeting on the eve of the National Youth Education Event.

Once again we were delighted to have Ellie Cumbo as our facilitator.
National President Beryl Shepherd was due to chair the event but was
unfortunately unable to attend at the last moment.

We are also delighted to welcome Roxanne Ellis as our co-facilitator.

The discussion picked up where the June event ended. In June there had been
a very successful assessment of the barriers to participation than existed for
young women in our union. The discussion in Belfast was all about strategies
to overcome or dismantle those barriers.

The participants came up with five discrete action plans. To a certain extent
each plan interacts with the rest-but all are capable of being implemented on
- a stand-alone basis and any implementation will take forward the campaign
for proportionality in the CWU.

At the request of the participants, following each action plan there is a comment

from CWU headquarters on the practicality of seeking to implement the planin
question. The document as a whole was considered — and endorsed — by the national
CWU Youth Committee in March 2013.

Following the report there is an overview on what other activity has been
taking place in parallel with this initiative to address under representation
of women in the union’s youth and overall structures.






ACTION PLAN A:
A WOMEN’S YOUTH OFFICER

What?
A lay officer with the responsibility for championing the needs and priorities of young
female members, and to be a focal and/or escalation point for advice and activity.

Rationale
Under-representation of women has become institutionalised in the CWU. It will take

a determined effort to fundamentally address this. By creating bespoke role with
specific terms of reference, there is a clear allocation of resource being given to this
issue, as well as providing a structure to promote the interests of young women

as determined by young women.

Issues

s |s the role lay or employed?

» |s the role appointed or elected?

s |s this a temporary or permanent position?

» What support is available or required for the post-holder?

¢ |f problems are identified, who's in charge of getting it fixed?

» Should, in fact, we be looking at a Women'’s Youth Committee?

€% The issue of reserved seats is the subject of real debate. My personal view is
that reserved seats are a means to an end, and in this particular set of circumstances,
a justified means. The objective could be achieved by either designating a Youth
Committee member to be the Women's Youth Officer or by adding that specific role
to the committee. If it is to be the latter then it would require an amendment to the
rules of the union. The Committee themselves have submitted a motion to Youth
Conference 2013 in support of this option. However, securing a rule amendment
can be a lengthy process, in which case designating a sitting Youth Committee
member to undertake this role would be a viable interim measure. There’s no
doubt that this can be done if there is the will.

The key issue is not, in my view, those that are listed above but ensuring that there
is sufficient support for the person put into post. I'm not persuaded that a women'’s
youth committee is achievable, desirable or necessary and other ways to increase and
consolidate the involvement of young women in the union may be more fruitful. &8

Simon Sapper






ACTION PLAN B:
MENTORING

What?

What was created was an idea of mentors, men and women who have all progressed
and become successful in the union to volunteer to mentor young women who
aspire to progress up the ranks of the union or just to learn the ropes and have a
basic understanding of what the union is and how it functions. Young women who
previously would have had no help or guidance and maybe would have dropped
back without encouragement or education have the chance to step forward with
the union thanks to a mentor that took the time to work with this person.

e Mentors will volunteer or be apprdached by the union for the possibility
of becoming a mentor

s Mentors and mentees will be matched up in correspondence with the assistance
or subject matter they require help with.

* Young members should all be made aware of the help they can have if needed
or wanted and approached to discuss the program as well as being able to sign
up individually.

* A mentoring tool pack will be created with guidance for the mentor on what is
expected of them and what they can also expect to happen as part of this.

+ Mentees will also receive a pack with the same type of relevant information

e Requests could be made for facility time to learn new skills and spend time with
their mentor with face to face discussions on current issues or for any questions
the mentee has.

s Chat systems could be put in place to insure easy communication so questions
can be asked and help can be sought when required.

e This system‘would tie into other inititiatives such as the “success stories” idea that
was discussed to have articles and update of mentees progress and achievements. -

» A monitoring system or point of contact would be put in place to ensure both parties
are happy with arrangements and are progressing positively.

« All mentors would be working to the same terms of reference for the information
to pass on to mentees with their own personal experiences and guidance to add.
This would create and maintain high standards nationally for the introduction
and education of those members






Rationale
Over time the union has changed its face and become a mixed picture of men and

women in the work place, far from the original trade union roots of an all-male environ-
ment of bread-winners. But this positive step forward has also seen its set-backs and
negativity. There is a general opinion throughout female workers that they feel unable
to progress or have their opinion heard and respected, this is partly due to lack of self
confidence and also education combined with acceptance of more old fashioned

beliefs that still exist in the union today. We hear a lot of the term “Reaching the top
and pulling the ladder up behind you” and this proposal is in place to break this cycle
and have a new generation of confident independent women to help represent our
members in a male dominated environment.

A decision that a system would be brought in with the idea that it should encourage
more women to become active members in the union and have the self-confidence
to find their own voice in the ever changing dynamic of the union today.

Mentoring is a positive step forward and insures the long life, this will also increase
the union intake of new members when they are offered the opportunity to become
part of the union and see what their union fees help achieve.

Issues .
A detailed implementation plan supported by adequate resources would be needed

to take this forward. The two immediate issues are therefore to agree the plan and

secure the support.

@2 In principle this is an excellent idea, but in practice it has proven to be an
elusive objective to secure, We have the advantage of a toolkit for mentoring
developed by these committee chair Ryan Case. However, whilst the objectives
and outcomes that are described here would be truly useful and valuable, every
element of the process that would be needed to generate them is problematic

in some way. To make progress on mentoring generally, let alone just for the
demographic of young women, we would need dedicated resource at head office
in the form of a project worker or having development of a scheme specified as

a high priority area for one of our existing employees. The latter course of action
is the one that is more likely to be achievable. &8

Simon Sapper






ACTION PLAN C:
ANNUAL AWARDS

What?
An award or awards for young women in the CWU.

Rationale

e Recognition is an inspiration

» Can start small

e Can be targetted at branch or individuals level, or both

Issues

» Engaging Women awards?

¢ What is awarded, where and when?
¢ Who decides?

» What is the nature of the award?

» How do we know if this is working?

@® There’s no reason why this cannot be done, | would suggest that
the Youth Committee develops the precise terms of reference, §8

Simon Sapper






ACTION PLAN D:
BETTER COMMUNICATION NETWORKS

What?
A better, bespoke communications network for young women,

Rationale
The current communications network does not work as well as it should or at all
for young women. It seems the importance of an effective communications network

is not recognised.

We need:
(1) LTBs aimed specifically at young women
(2} Training for new Female activists

We should use the network to share success stories, highlight women who have broken
the glass ceiling, and to use as a recruitment tool

Issues

» What is meant by a “communications network”?

s Should current communications networks be refined or is a new network needed?
e [s it a problem with the network itself, or the content that is delivered to it?

* How can these changes be implemented?

&% This action plan appears to be trying to cover two things-communications and
tram;ng Both subjects have dedicated and quite intensive resource allocated to
them already within the CWU so | would suggest that we start by seeing whether
any of the problems or concerns can be fixed before coming to the conclusion that
a new network is required. I'd suggest discussions between young female activists
and Kevin Slocombe (Head of Comms), Trish Lavelle (Head of Education and
Training) and Linda Roy (Head of Equalities). | would be confident that there is
enough flexibility and resource in our existing arrangement to meet the

concerns identified, €

Simon Sapper






ACTION PLAN E:
NEW WAYS OF REACHING
YOUNG WOMEN

What
To identify, assess and then use more efficient ways of communicating with young

women.

Rationale
[t’s not just having better communications networks and channels; it’s the content

and impact that matters.

Issues
What types of things should we look at? An open on-line surgery? Workplace
surgeries? An open forum? Webchats and webinars? Can “finychat” be used?

Who will co-ordinate, assess, disseminate? Do we need Womens’ Representation
working Party?

Should we look to Annual Conference and a fringe event as part of a dissemination
programme — or even the dissemination programme?

@® There are lots of really good ideas contained just within this one action
plan, and they are not mutually exclusive. And we can do as many or as few
of them as we'd like/can knowing that any activity in this area will add value.
The Youth Committee has already agreed, and the NEC has endorsed the
creation of a Women's Representation Working Party and they can perhaps
be charged with developing this action plan further. €9

Simon Sapper






IS HAPPENING?

This CWU Youth initiative is not happening in isolation for other developments in the
union’s youth section or more widely. For instance:

The NEC submitted a motion to Conference to require one of the two Youth Conference
delegates to General Conference to be a woman. This was not reached due to time
constraints.

Youth Conference 2013 adopted a policy, proposed by the Youth Committee, for a
national youth women’s youth officer to be added to the national Youth Committee

The Equal Opportunities department has advertised and run a “First Timers” course
for new female CWU activists

Tours of branches by the General Secretary, National Equality Officer and Head

of Education and Training have continued to investigate to what extent branches
accurately and effectively reflect their membership —and if not, what the barriers
to that are. The NEC are due, imminently, to consider a report of the issues these
visits have identified, and suggested remedies.

WHAT WILL HAPPEN NEXT?

This report, once agreed as a true and accurate record, will be disseminated widely.

The Youth Committee will consider and agree detailed implementation plans, with
milestones by which certain stages have to be achieved.

The committee will also, of course, take into account any other relevant decisions
or recommendations about proportionality made by the NEC.

The Committee will convene a further meeting of young women activists within
the first six months of 2013 to review progress and make recommendations for

further activity.

Simon Sapper
Assistant Secretary
April 2013
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REPORT ON CWU PROPORTIONALITY 2013


Rule 2.1.5 

To promote and encourage proportionality and fair representation of all members, in industry, the Union and society in General.


Rule 2.1.6

To actively identify any cause or barrier that prevents the union being fully representative of its members. This shall include positive action in favour of women and race minorities until such time as the Union is satisfied that its structure reflects and supports the gender and racial balance of the members it represents.

· Total number of members in the CWU excluding retired members - 186,074  made up of 125,356 (Postal Constituency) and 60,718 (Telecoms & Financial Services Constituency)

· Total number of retired members - 17,563  made up of 9,385 (Postal Constituency) and 8,178 (Telecoms & Financial Services Constituency)

· More than half the workforce in the UK are women. (ONS 2012)

· Total number of women CWU members excluding retired members - 36,437  – 19.58% made up of 21,905 (Postal Constituency) and 14,532 (Telecoms & Financial Services Constituency)

· Total number of members who are under 30 years old excluding retired members - 17,663  – 9.49% 

· Total number of members over 50 years old excluding retired members = 72,632  - 39% 

· Ethnic minorities as a proportion of the population - 14% (ONS 2012)


· Percentage of BME National Officers in the CWU – 0%

· Total number of members in work who work part-time (defined as under 30 hours) - 39,467 - 21.2%  

Note: CWU Membership Figures accurate as of Tuesday   July 30th 2013


At the top of the page we see the almost iconic CWU rules that sets out how things should be in our union. Below it we see the statistical reality. This may seem a very stark and simplistic analysis but sometimes things are best viewed without any adornment. As a mechanism for illuminating some of the CWUs most urgent and pressing challenges, the above information works because it questions what sort of union we are and what sort of union we need to be in the future. That it comes to light through an investigation into proportionality is no coincidence. If we fail to reach out to all our members and potential members in all their diversity, we fail full stop.

Background


Equality for trade unions is not a minority issue or an optional extra.  It is fundamental to our ability to organise workers across the Communications and Financial Services industries. The CWU has a proud history of fighting discrimination and promoting equality, from Grunwick to our support for ‘Kick it Out’, to our agency workers campaign. The union has over the last 12 years taken many steps to become a more inclusive union through many different initiatives, policies and rule changes. These include the creation of equality conferences, regional equality structures, the development of a youth structure, improving gender balance on all delegations, mandatory equality and diversity training for all our representatives and improved equality monitoring to name a few.

And we have seen real results: 


· The CWU elected its first woman Postal Constituency Chair and President Jane Loftus in 2007 and now has for the first time two women elected to the roles of President and Vice-President  the most senior roles for lay activists in the union

· The National Executive Committee has 5 (26.3%) women members out of a total of 19

· The PEC  has 3 (17.64%) women members out of 17 and the TFSE  has 6 women out of 16 (37.5%) members

· We now have 19 (13.19%) women Branch Secretaries out of our 144 branches, which is a major improvement on the situation 10 years ago

· A third of our Assistant Regional Secretaries are women although all ten current Regional Secretaries are male.

However, it is noticeable that all four of the union’s most senior officers are male.  There is  only one BME  representative on the PEC /NEC  and the situation regarding BME representation is actually worse than it was in the 1980s. The situation for BME women is even worse than it is for BME men. All ten of our Regional Secretaries are white and male.  All but one of our Divisional Representatives in the Postal Constituency are white and all 27 are male.  In the TFS Constituency 16.8% of our ‘below NEC’ senior activists are women. Our Branch representative structure in some cases matches our membership demographic and  is predominantly made up of white males who are over 50 years old and this is subsequently a frequently observed  feature of many of the union’s conferences and meetings with ‘the platform’ at meetings regularly comprised only of Officers and activists from  the dominant demographic.  

There remains significant gender segregation when it comes to jobs in our industries with many of our women members occupying clerical, administrative or support roles and many male members occupying traditional male occupations such as the engineering and driving roles.  So, to some extent it is not at all surprising that the majority of our reps are from the majority group. And if our reps are doing a good job – why should this be a problem?  The answer is  of course that the workforce is changing, more part-time workers, more short term contracts, more women in some sectors, more young people bringing their different needs to the table. We are struggling to engage with some of these groups.  It has to be said that the demographic of our activist base is not so different from a number of other unions but in order to maintain our relevance in existing workplaces and to appeal to the workplaces where we do not yet have a presence, there is work to do.

Data on Ethnicity


Largely down to the efforts of the former Organising Secretary, the CWU membership database has much more robust data on our membership in terms of occupation, location, age and gender. However, our data on race is incomplete.  According to the Office of National Statistics, in 2012 10.33% of the workforce are from a non-white background. The following charts help to illustrate the ethnic breakdown of members in the CWU but should be treated with caution as they are very much estimates:
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This report attempts to identify how severe the perceived and actual lack of proportionality actually is, what are the effects and what are the underlying causes of under-representation of women, BME and younger members? And what we can do to improve the representation of these groups as well as LGBT and disabled members?

The report has compiled information on our representative structures and processes, the cultural barriers that may exist for some groups and the implications of these issues.

Data on Disability and LGBT 


Throughout our visits to Branches it has become apparent that we have virtually no reliable centrally or locally held data on LGBT and activists and members with disabilities. There are a number of factors at play here. Firstly, the fact that many LGBT and members with disabilities prefer not to disclose when monitoring is carried out for many different reasons. Secondly, there is inconsistent monitoring at Branch and National level and lastly there is also insufficient data on the general population to help us measure our progress. The CWU would not be alone among trade unions and many other organisations that have difficulty sourcing this information. Existing CWU data shows that 0.81% of activists who have attended CWU courses have declared a disability.  To give an indication of the trends in the wider population we have included the following statistics and this may help us to plan how we can improve these strands of work in the future:


Current Stonewall research estimated that there are 1.7 million LGBT employees in the UK and  found that nearly one in five lesbian and gay people, almost 350,000 employees in Britain, have experienced bullying from their colleagues because of their sexual orientation. Almost four million people (13 per cent of the national workforce) have witnessed verbal homophobic bullying in the workplace and over one million people (4 per cent of the national workforce) have witnessed physical homophobic bullying at work.

There are over eleven million people with a limiting long term illness, impairment or disability in Great Britain according to the Labour Force Survey in 2012. Some 46.3 per cent of working-age disabled people are in employment compared to 76.4 per cent of working-age non-disabled people and according to the same report disabled people are significantly more likely to experience unfair treatment at work than non-disabled people. In 2008, 19 per cent of disabled people experienced unfair treatment at work compared to 13 per cent of non-disabled people


Motion 67 2011 

The following motion was carried at Annual Conference 2011:


Conference notes that propositions were passed at CWU Women’s conference in February this year calling for action to be taken to implement Rule 2 fully, and agrees that it is time the CWU implemented its obligations under this rule.


Therefore the National Executive, in conjunction with the Advisory Committees is instructed to draw up a set of proposals on how to achieve this across all parts of the union, and bring forward a motion to General Conference 2012, along with any necessary rule changes.


Other Unions

We are not the only union who have identified proportionality and equality as a priority area for improvement and UNISON set about integrating equality into everything through a five year scheme that commenced in 2008 and is still very much active.  The UNISON “Equality Means Making it Happen” for Branches is attached as an Appendix. 

The PCS and UNISON have strongly encouraged Branches to set up local networks and self-organised groups of under-represented members and attached as an Appendix is the PCS Branch guide for setting up local black members networks. 

UNITE  have developed a bold policy for increasing youth participation and last year invited 100 youth delegates to their conference who were given chances to speak in debate wherever possible.

UNISON, NUJ and BECTU have changed their rules and have well established policy to allow for job sharing of some executive committee positions. In the case of BECTU, at least 4 women have taken advantage of the job share rule and the NUJ also have a number of job share executive members at present.

The FBU have reserved seats on their TUC delegation for BME and Women activists and many unions including UNISON and the UCU have reserved seats on their executive for women.


Levels of Participation of Under-Represented Groups in the CWU

Conference


At the CWU General Conference in 2012, detailed equality monitoring was carried out and the findings showed significant under-representation among women, BME and young members.  Women made up only 15.67% of delegates, BME members made up 5.56% of delegates and the same percentage of delegates were under 30.  Industrial conferences did not conduct equality monitoring in 2012. On a more positive note, 13% of those who attended were first time delegates. Detailed data on conference attendance was issued to Branches in LTB 407/12, which is attached as an Appendix. 

Equality and other Conferences and Events

The total number of CWU Branches is currently 144. Set out below is the number of Branches who sent delegates to the various Equality and other Conferences and events in 2012:


		Event

		Number of Branches Represented

		Postal Branches

		T&FS  Branches

		As a percentage of total CWU Branches



		Black Workers Conference

		50 out of 144

		31

		19

		35%



		LGBT Conference

		43 out of 144

		25

		18

		30%



		Women’s Conference

		69 out of 144

		46

		23

		48%



		Disability Conference

		63 out of 144

		42

		21

		44%



		Youth Conference

		39 out of 144

		21

		18

		27%



		Retired Members Conference

		57 out 144

		39

		18

		39%



		ULR Conference

		56 out of 144

		37

		19

		38%





Disappointingly, none of the conferences attracted even half of the potential Branch delegations. And the youth conference in particular is a cause for concern with just under three quarters of Branches not sending a delegate.

Proportion of Branches who have Women’s Officers, Equality Officers, Youth Officers and Retired Members Sections

According to our most current records there are 62 Branch Equality Officers and 62 Branch Women’s Officers in the CWU which means that 57% of Branches have not elected a Women’s Officer and/or an Equality Officer despite this role being constituted under rule.


There are Retired Members Sections in 103 Branches but no reliable data on whether all of these Branches have a Retired Members Officer. The official figure for Branch Youth Officers is 82, however it is thought that under-reporting is a real issue and the proportion of Branches without a youth officer may well be far less than the 43% that we have estimated. All in all the lack of reliable and consistently collected data on our activists is a real issue for the union. It can be difficult to find solutions for a problem that you can estimate rather than measure.


Activist Training Data


In 2012 a total of 1,935 activists attended a CWU training course of which 245 were women. The constituency split when broken down, equates to 75.9% of our reps taking advantage of CWU training hailing from Postal and 24.1% from Telecoms & Financial Services Branches. Disappointingly the proportion of women taking courses is at a ten year low of 12.66%. This is despite the current policy of prioritising women and BME applicants for courses, providing childcare for residential courses, providing increased access to regional or online courses and the comprehensive release agreements that we have with major employers. The uptake of regional courses by women was only slightly better at 13.7 %. So this appears to reflect the experience of Branches that women are not becoming reps or that women are not applying for courses or not being encouraged to take up training. 


For the whole of 2012 only 10.6% of the total number of reps trained were from a BME background. 


In terms of progression to more advanced courses aimed at senior representatives, in 2012 women made up 12.63% of activists attending these courses and BME representation was 7.36%.

TUC/LRD Equality Audit 


In the LRD survey of trade unions published in 2012 and based on 2011 data the CWU is shown as having 19% women members, 29% executive places occupied by women, 36% women on the TUC delegation but only 12% women full time officers. The report notes that none of the 10 regional secretaries are women but that a third of our assistant regional secretaries are female.

CWU Staff and Officers


The CWU has 23 Officers of whom 4 (17.39%) are women, two of whom are appointed and two elected. There are no BME CWU Officers at all.


At CWU HQ there are a total of 158 staff excluding Officers of whom 67.72% are women and 22.78% are BME. This may indicate occupational segregation in terms of the number of women occupying clerical and support roles such as catering and cleaning.

Programme of Branch Visits October 2012 – January 2013

The General Secretary, the Equal Opportunities Officer, the Head of Education and Training and the Policy Assistant for Equal Opportunities, have embarked on a tour of Branches with the aim of discussing the practical, cultural and systemic barriers to proportionality.  We were also grateful for the input and attendance of Julia Upton, Chair of the NEC Equal Opportunities Committee at several of our visits. To date we have visited 14 Branches across Scotland, Wales and England, as part of a ‘first wave’ of visits. Northern Ireland will be prioritised in the ‘second wave’ of visits, as it has been decided that the panel will meet with all the Branches to explore the potentially different focus on proportionality that exists there.


The visits to Branches have proved revealing, educational and thought provoking.  Branches have been open and forthcoming about the challenges for organising groups of workers and generous in sharing the ideas and initiatives that have worked for them.  The issues that have been raised are already impacting on policy and strategy and will help to steer policy well into the future.


The meetings allowed time for a real two way dialogue to take place and detailed discussion and exploration of issues that perhaps don’t always get the time they deserve.  All the Officers involved were impressed with the serious and diligent approach to the exercise adopted by Branches and wish to place on record their appreciation for the time and consideration that Branches gave to these meetings. 

Sample Branch Activists Profile by Gender and Race

All the Branches that we visited were asked to complete a questionnaire, a copy of which is attached to the report. Completion of the report was inconsistent with some Branches able to respond fully and some unable to provide answers to some of the questions about the age, gender and ethnicity profile of their activists.  However, what we were able to extrapolate provides us with an interesting snapshot of 14 varied Branches. Key findings included:


· BME membership of Branches ranged from 13.8% to 0%, which would include undisclosed BME membership

· The proportion of BME activists ranged from a low of 0% to a high of 15%


· The proportion of women members in these Branches ranged from 59.5%  to 3.8%


· The proportion of women activists averaged 14%. Only one Branch reported no women activists and the highest proportion was 39%.


Interestingly, the ratios of BME activists and membership did not always match the local or regional demographic, although regional variations would undoubtedly have been a factor with some Branches who cover large rural areas. A word of caution, due to the number of ‘unknown’ responses to the questions that we received, these findings cannot be considered a complete set of data in any way but nonetheless are a useful indicator of proportionality in some Branches. 

1. Branch Engagement 

Summarised here some of the main themes that have emerged in our meetings with Branches. 

Attitudes to Proportionality 

Our Branches all expressed the view that proportionality was very important and in all Branches the issue of proportionality was strongly aligned to the more general issue of how difficult it was getting any new activists involved in the union. It is certainly the case that in some Branches we just do not look representative of the demographics of our members or the locality, in others we are approaching proportionality but in none of the Branches we visited could it be said that women and BME activists were in proportion to the members 

There was a real sense of frustration expressed by a number of Branches that they have tried many things to get people involved but had not had much success.  They were looking actively for new ideas to support this work. One Postal Branch described a large group of BME members in one workplace but despite their efforts to recruit a BME rep, no one had come forward. The Branch Secretary commented that “We identified a likely BME rep but he just won’t take the role on.”

There was a strong view in a couple of Branches that activists don’t want to be ‘pigeon holed’ as a woman or an ethnic minority rep and would rather take on a mainstream role. One Branch said that the union sometimes assumes that all women want to talk about is women’s issues. “We sent a female rep to a meeting and she came back saying that she just wasn’t interested in spending her time talking about the menopause. It was a turn off for her.” Another representative was more vocal on this point “I’ve sat in meetings and thought that the stuff we are discussing is nothing to do with what women in my workplace are concerned about at all”.  One T&FS Branch felt extremely strongly that “all reps should be able to represent their members regardless of their age, race, gender or background”.  They were concerned that the quality of our service to members could suffer if proportionality became tokenism. Another rep said that it was extremely helpful to have BME reps because “Sometimes BME members want to talk to someone who understands their needs.” He gave the example of family bereavements in Asian cultures, which often call for a more prolonged absence from work than western norms.

In general, branches expressed the view that progress was being made in terms of proportionality. However, although there were more women and BME members at General Conference, things were much slower in other parts of the union.  In one Branch a rep described how Divisional Committee meetings were “still 100% male”. You can see the improvements at General Conference but when it comes down to Industrial conferences or briefings “it’s the same faces”.

 Attitudes to Mapping 

The majority of Branches had solid data on the gender and age profile of their membership. Few of the Branches have any reliable data on Ethnicity, LGBT and Disability. There seems to be no systematic way of collecting this data. Some Branches were clearly not very familiar with using the membership database to help them map their membership. This is a concern, in terms of maintaining accurate data for ballots and elections and also as a key organising tool.


One Branch felt it would be potentially “embarrassing or insulting” to ask people personal questions.  Only one Branch had carried out a mapping exercise that compared their data with local demographics. Some Branches made the point that there were no women or BME workers in some of the sections of the membership, hence no members or activists. There were discussions with a number of Branches regarding the recruitment policies of the employers. For instance, anecdotally, we heard that local management sometimes had unofficial policies of not recruiting any women engineers. Clearly, if we are going to be able to challenge employers on these issues, it helps if we have our own reliable data. Interestingly, in one Branch, the female youth officer who was present was also an engineer.

New Demographics and Trends 

Part-time workers now make up a large proportion of members in Postal Branches as much as a third in one of the Branches we visited.  They represent 21.2% of CWU membership overall. Branches described how many part-time workers were young and many were women and also that they were often keen on being made up to a full-time role but that this was not always the case. One Postal Branch Secretary described how “This is a growing problem. Part time workers are often bullied to take on overtime by managers. This causes our part-time members real problems, either because they have caring responsibilities or because it could adversely affect their benefits”. 

The changes in working patterns in postal deliveries and the use of performance management in BT, combined with multiple shift patterns in call centres is an on-going challenge in terms of organising and recruiting members and particularly in terms of getting people to become active. There are far fewer opportunities for contact in the workplace than there would have been say 5 – 10 years ago.


The good news is that more Branches are communicating and keeping in regular contact with members using text messaging, websites, Facebook and Twitter, although this is not always the case and some Branches rely only on traditional and infrequent communications.

Barriers 

It is fair to say that the main barrier discussed was the very real difficulty of getting any new activists involved. The various reasons given for this are:


· The sheer difficulty of being a local workplace rep with little or no time or facilities provided.

· The prevalent culture of performance management and bullying and the fear of putting their heads above the parapet.

· Apathy and members considering their union membership more of an insurance policy than a collective endeavour.


· More opportunities for people through various employer schemes such as World Class Mail, or becoming a Coach in Royal Mail or to go down a management route. 

· Part-time and short-term workers are not keen to get involved until they get a permanent and full-time job. 

· The difficulties of being the only woman, young or BME person at every meeting and the feeling of not belonging.


· There being no existing culture of an active union in some workplaces.


· The perception that our processes and procedures are overly bureaucratic, ultra formal and not very accessible or relevant to your average member.


· In some Branches there is a perception that facilities and release from the employer equals activism, that reps who do not have release therefore cannot be active. One representative raised a concern that our release agreements could themselves be discriminatory because it would appear the majority of recipients of facilities from the major employer are male.


· There is a lack of clarity in some Branches about what is actually expected of the various roles. For some Branches having a Youth or Women’s officer often means attending events and activities on a Regional or National basis but not having any sort of defined role in their own Branch. If Branches are not seeing any return on their investment in these roles there is less of an incentive to promote them. 


· If someone’s first language is not English, they can feel embarrassed and unwilling to speak up.


· A couple of Branches have difficulty actually getting their Youth or Women’s Officer to take on roles or activities within the Branch, so they are not well integrated.


· It is recognised by a number of Branches that there is a strong drinking culture within the union and alcohol is often consumed at meetings, as well as immediately after or before meetings. Clearly this could put off any non-drinkers for social, cultural, health or religious reasons.


· Meetings are still often held in pubs which may exclude women and BME members.

· Meetings are still held in inaccessible locations – often with the onus on individual members to highlight their disability in order to get the venue changed or adapted.


· There are a range of different practices when it comes to elections to office and nominations for delegations, which could exclude people from standing for office or from being elected. This includes elections and nominations being taken at meetings and show of hands votes at meetings.


· Too often the platforms at our meetings will be all male and all white. 


· Some Branches have no online or social media presence at all and although there is a need for formality in some of our communications, it cannot be acceptable that your only contact with the Branch is through an AGM notice once a year. 

Good practice 

There is a whole raft of good practice being developed by Branches, many of which have directly informed the recommendations attached to this report.  I list some of the good practice examples provided to us by the Branches we visited:

· The Branch should send someone more senior to accompany new reps to equality conferences.


· It is important for members to have the choice of speaking to a woman or BME rep where necessary – many Branches now get their Women’s Officer to take on casework, which subsequently builds confidence and skills and is more likely to encourage that person to take on a mainstream role in the future.


· One Branch invites every single rep to a meeting once a month and also sends a weekly mailing to every rep to keep them in touch and help them feel involved. The same Branch has also strengthened their constitution so that their structures better reflects proportionality.

· Two Branches cited how they had proactively used lifelong learning and health and safety as part of a very deliberate strategy of engaging with members with great success. There was also evidence that Branches ask people to be ULRs and USRs first and then help them progress into other roles.

· Three Branches also mentioned how they had got members involved by taking them on the coach to demos or marches, where the individuals had then gone on to become more involved as the experience gave them a strong sense of belonging.

· Getting reps trained as quickly as possible is vital and it is ideal to run courses locally for new reps. Most Branches we spoke to send reps on courses in a systematic way as soon as they are elected. However, informal training is also important and new activists can gain a great insight into the work if they are able to shadow an experienced representative.

· Holding a number of meetings in multiple locations can work much better than having one meeting and having issue, rather than process driven meetings, is always more popular. 


· Encouraging activists to bring partners and children to events and having a family friendly social element can really help with attendance at meetings and engendering a strong feeling of belonging in the reps.

· Providing far greater clarity on roles and responsibilities for all reps is essential.  Not just for equality, women and youth reps but also for Branch Secretaries so that the role of maintaining accurate data and mentoring new reps becomes a consistent part of that role in the CWU. One Branch had drafted their own job descriptions and the NEC has already approved a job description for Branch Youth Officers.

· Amending constitutions to increase the diversity of your Branch and involving Women’s Officers and Equality Officers in Branch planning and decision making through allocating them a role on the Branch Central Committee or equivalent, helps to mainstream equality into everything we do.

· Allocating places on all delegations for new activists to learn the ropes and experience the sense of belonging to a large, strong organisation can be very positive and inspirational for a new rep.

· Putting in place a buddy scheme at conferences to make sure new/young/women/BME activists are supported and feel secure at what can be a daunting experience to a newcomer.

· Networks, events and structures for under-represented groups greatly help to build confidence and support and are seen as very useful.  

· Many Branches are moving towards holding all elections via postal or workplace ballots.

· It is really important for the various equality roles to actually take on mainstream roles in the Branch or they risk becoming nominal reps only without a meaningful role. 

Although many of these examples may seem obvious or just common sense, not all Branches actually do all of these things and some don’t actually do any of them currently.


2. What Support is Needed? 

Better Data


Collection of data throughout the CWU is just not robust enough. We have access to very comprehensive data on age and gender but do not routinely monitor for disability and LGBT membership. The fact that we have no accurate data on BME membership speaks volumes. The membership database has improved dramatically but not all Branches are using this data systematically. Data on our activists varies greatly from Branch to Branch and through training and new policies the union really needs to have an across the board consistent way of collecting and storing data. We provide training for Branch Secretaries in using data but perhaps we have to encourage all Branch Secretaries to attend this course, as currently it is purely voluntary.


Training

Training for Branches in how to identify, recruit, mentor and support new activists has to be stepped up and delivered to all Branches, not just those who express an interest. The current work on specialist BME and Women’s courses needs to continue to be rolled out and regular reports provided to the NEC and the Advisory Committees on who is attending these courses and more importantly which Branches are not attending. We need also to broaden access to flexible, modular and online learning to allow the maximum number of activists to participate.

Positive Action


There was not enormous enthusiasm for reserved seats as they were not seen as a stand-alone sustainable solution. In fact there was a degree of hostility towards reserved seats in a small number of Branches as many reps want to be judged on merit and not pigeon-holed. But there was also a more considered view that it has got to the stage where “we have to do something”. Branches showed a real appreciation that something has to be done to improve the current lack of proportionality and some suggestions included fixed or time limited terms in office or weighted voting. The panel feels that this area needs more thorough discussion and debate and a timetable agreed to introduce change but was of the view that the lack of BME and to a lesser degree, women role models in senior positions, was a major problem in terms of genuine proportionality. It has also been questioned why we have made provision for the chair of CWU Youth to attend but not vote at NEC meetings but that we have not made similar arrangements for the chairs of other Advisory Committees.

Culture


We now have to seriously address the cultural barriers to BME, women and other underrepresented groups getting involved and take steps to alter our rules, structures, policies and ways of working to encourage participation and activity. Whether that affects how we conduct meetings and conferences, hold elections and agree delegations, train representatives and make agreements with employers, these things have to happen if there is to be any real change.

3. Supplementary Information


A number of supplementary documents are referred to and included in the report as follows:

Appendix 1:
PCS Guide to setting up branch black members groups


Appendix 2:
National Women’s Committee – Guidance on job share arrangements at national level


Appendix 3:
UNISON Equality Scheme – Making Equality happen in UNISON Branches


Appendix 4:
Proportionality Branch visit schedule and notes for panel


Appendix 5:
Pre Meeting Questionnaire


Appendix 6;
Report from the CWU Youth and Women’s Event held at CWU HQ


Appendix 7:
CWU Women’s Leadership syllabus 


Appendix 8:
LTB 407/12 – CWU Annual Conference Monitoring 2012

4. Conclusions


Is our representative structure proportional to our membership? Overall the answer is clearly no.  However, there are some signs of progress, as there are some areas of real concern.  There has perhaps been a tendency in the past to regard proportionality as some sort of bolt on activity.  In general, equality issues have been allowed to somehow become segregated and set apart from our mainstream work. 


What this report reveals is how important this work is to keeping us connected and relevant to our members. This is a hard organising issue as well as a progressive issue deep rooted in social justice and equality. Whilst there are no magic wands that can bring about immediate changes, there is a strong recognition that this task will impact on and has to involve everyone – activists, Branches, Regions, Industrial Constituencies, Staff, the NEC, Officers and the Leadership. It will be hard work. Importantly, there have to be whole union solutions as it would be futile to limit any changes to our leadership roles if we are not better encouraging activism and participation in mainstream activities at a grassroots level. There are likely to be real struggles in terms of reaching agreement on what is best. However, there can be no option of doing nothing, as motion 67 requires us to enact our own existing rules and policies. 

There are four major factors that will impact on our ability to become more proportional:

1. Improving our engagement  with and mentoring of women, BME, LGBT, disabled and young members at a grassroots and workplace level and providing support to Branches and local reps so that they can carry out this vital role.


2. Where necessary changing our structures, our rules and our culture to remove barriers to participation and to introduce positive action where the current processes are clearly failing.


3. Developing and supporting the development and progression of new Women, Disabled, LGBT and BME activists, through targeted networks, resources, training, information and mentoring. 

4. Knowing exactly who our members and activists are, how and where they work and  understanding their diverse needs through radically improving our collection and use of membership data and other relevant labour market data at a National and local level, so that mapping becomes a normal part of what we do and informs our policies, strategies and processes.

5. What we are already doing?

· In 2012 we introduced improved monitoring of all conferences. This data has been extremely useful and has assisted and informed our work in relation to proportionality.

· The Education and Training Department continues to develop and provide specialist training for Youth, LGBT, BME and Women and the number of courses for women and BME activists will increase in 2013.


· Our National and Regional Equality structures continue to draw in and help develop new activists and the vibrancy of our equality conferences is a format that is seen as useful and helpful to members.

· We already have positive discrimination in the CWU in terms of the gender balance of our delegations to TUC, WTUC, ICTU, STUC and UNI conferences.

· The Chair of the CWU Youth already sits as a non-voting member on the NEC to ensure that young voices are heard. The Chair and the Vice Chair of CWU Youth already sit on the industrial executives also in a non-voting capacity.

6. Next Steps

We are now issuing this report to Branches on a consultative basis and are simultaneously seeking the views of the Advisory Committees and the Industrial Executives. We have included with the report some of the suggestions and recommendations that have been considered by the NEC previously. None of these recommendations have been adopted by the NEC but we think that they may help to focus debate in your Branches regarding our next steps in terms of improving proportionality. We are particularly keen to receive suggestions and ideas for policy and rule changes, which will in due course form a set of detailed recommendations which will complete this report and be submitted to General Conference 2014 for ratification. Prior to conference we will hold a Branch Forum to provide a further opportunity for consultation and debate. Through this we hope to broaden the debate, give adequate time for full consideration of the issues and thereby increase the possibility of building a strong consensus.

With this in mind we request that Branches submit their initial views and suggestions to us by Friday 1st November 2013 by post to Trish Lavelle in the Education and Training Department, or via email to msimpson@cwu.org.

Billy Hayes

Linda Roy


Trish Lavelle


General Secretary
Equal Opportunities Officer
Head of Education and Training
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INTRODUCTION

UNISON has a proud history of fighting
discrimination and promoting equality.

This guide sets out how UNISON
branches can make sure equality is

part of everything they do. It infroduces
UNISON’s equality scheme and explains
how it can be put into practice locally.

i includes a jargon buster (for words in
bold in the main text) and where to go for
further information.

Equaiity is not a minority issue ot optional
extra. Many of our members have
historicafly been at the bottom of the pile.
More than one million UNISON members
are women, many of them low-paid. We
champion our members’ rights as women,
and their rights as black, disabled, lesbian,
gay, bisexual, transgender, young and
older workers,

Equality matters to every one of us.

For us, equality means:

# recognising that no two people are
alike, and appreciating that everyone
has an equal right to be treated with
dignity and respect

& celebrating our multiculiural and
diverse society

" # meeting people’s actual - as
opposed to assumed — needs

B understanding that groups of pecple
who face prejudice are stronger
through organising together to fight
discrimination

& actively developing a skilled and
diverse workforce

B making it happen. .

WHAT IS UNISON’S EQUALITY SCHEME?

UNISON’s eguality scheme is a tool

to help us make sure that equality is
promoted and discrimination challenged
in everything the union does. It’s a plan
of action for the whole of UNISON, with
targets for achieving our equality goals.

Ours is a single equality scheme, inspired
by the public sector equality duties. It
looks at equality in terms of age, disability,
gender, gender identity, low pay, race,
religion/belief and sexual orientation.
Particular actions address other groups
facing discrimination such as migrant
workers or carers.

The first UNISON scheme runs between
2008 and 2011. Progress towards targets

is monitored and feviewed and feeds into
the next three-year plan.

The scheme has been developed slowly,

-+ with consultation at every stage. It appiies

to all parts of the union, across the whole
UK. The draft scheme was launched at
national delegate conference in June 2008
and has been further revised after useful
feadback from activists and staff.

The equality action plans in the published
scheme are for head office units and for
UNISON’s 12 regions. But many actions
are relevant for branches - and branches
share responsibility for implementing the
scheme.











WHAT DOES THE EQUALITY SCHEME MEAN FOR

BRANCHES?

All branches have a responsibility to make
sure their activities promote equality and
tackle discrimination. This is nothing

new. Many branches aiready do lots on
equality.

The purpose of the scheme is to help us
be consistent and comprehensive in our
equality work. It requires us to commit
{o equality action plans. These should
have SMART targets and it should be
clear who is going to do what. By setting
targets, we can measure progress and
publicise our successes.

There are some specific equality actions
that all branches should be taking:

g promoting UNISON’s equality aims
-and values

identifying under-represented groups
of members, including migrant
workers, and planning how to recruit
and organise them

B making sure the profile of their
activists (inciuding officers,
delegations and structures) meets
the union’s rules on proportionality
and fair representation

B ensure meetings are organised for
maximum member participation,
considering - for example - access
requirements, dependent care needs
and shift patterns

making sure the negotiating agenda
reflects the priorities of all groups of
workers covered by the branch

& electing annually the posts of
equality officer (or officers) and
young members officer as core
branch officers

2 recruiting to the new role of branch
equality rep

#@ encouraging and supporting the
development of self-organisation
for black, disabled, LGBT and
women members

encouraging and supporting the
organisation of young and retired
members

encouraging attendance at self-
organised group conferences and
young members’ events.

These requirements are all set out in
more detail in the Code of Good Branch
Practice {stock number 0717} and the
Framework for joint branch and region
assessment. There is detailed advice

on supporting self-organisation in the
guidelines Organising for Equality (stock
number 1577).






WHAT SHOULD BRANCHES DO NEXT?

Branches should agree their own equality
actions, based on the union’s rules and
priorities.

Some actions will be all about equality,
for example, challenging racism in the
workplace. Others will be checking

the impact of something on different
equality groups, for example, how will the
employer's relocation proposals affect
women, disabled staff, LGBT staff and so
on.

Step one: gather information

" The first step is to do an audit of where
you are now. This doesn't need o be a
technical or laborious exercise. Information
from the branch assessment fool will help.
Some regions are including additional
equality questions in the assessment
framework.

Bearing all the equality strands (age,
disability, gender and so on) of our
scheme in mind, gather together as much
information as you can. Some of the
guestions below may healp.

% Is your equality data on BMS up to
date?

81 Does your membership reflect the
make up of your workplaces?

Are your stewards and other activists
representative of your workplace
and/or your membership?

Do you know the bargaining
pricrities and needs for different
groups of your members?

Are there specific equality issues for
certain groups of your members or
with certain employers?

B Are your members participating in
regional and national self-organised
group and young/retired members’
activities?

& Are local reps confident and
informed on equality issues?

# What have your employers been
doing on equality?

Step two: consult

Once you've started 1o gather information,
begin to consult. Talk to activists,
members and potential members about
how the branch is doing on equality. If you
have identified gaps in your information,
ask for ideas on what the issues might

be and how the branch could make
improvements. It’s important to consult
as widely as possible, give people a
chance to have their say and influence the
direction the branch is taking.

Step three: plan

Consider what equality actions should go
into your branch plan. Include actions that
you hope to achieve within a year, and
actions that will take two or three years.

Some examples of actions you could
consider:

# increase the number of women
activists, including part-timers

review who your employers’
harassment policies cover and
negotiate to fill the gaps

ask your employer for their
workplace ethnicity breakdown and
compare it to your membership

B improve the accessibility of your
meetings

& find out if your employer has

- complied with the public sector
equality duties and hold them to
account on their equality plans






# ask to see the employer's equality
impact assessments when they
introduce or review policies

B take steps to rectuit and organise
migrant workers

® keep activists up to date on latest
advice on winning equal pay

# plan towards sending delegates to
each national self-organised group
conference and the young members
weekend.

Step four: set targets

The equality scheme is all about practical
steps to make improvements, rather than
general good intentions. So it is essential
that equality actions include measurable
and realistic targets and make clear who is
responsible for doing what.

Branches can use the template set out
in our published equality scheme as the
framework for their squality plans or
incorporate equality actions into their
branch pians.

it is important to regularly review progress
on targets, make any necessary revisions,
and report back to the membership on
achievements.

Who will lead this work in the
branch?

Everyone shares responsibility for equality.
But it’s important to know who Is taking
the lead on specific actions, The action
plan shouid make this clear.

UNISON introduced branch equality
officers some time ago, to lead on branch
equalities work. We are now developing a
new role of workplace equality rep, with
the aim of making sure every workplace
has one. Workplace equality reps work
as a team, co-ordinated by the branch
equality officer. They will know about
what’s going on In their workplaces and
can feed this into the branch, as well as

bringing equality information from the
branch back into their workplace. There is
more information on UNISON’s website.

What training is available?

Courses on using the pubiic sector
equality duties and challenging racism in
the workplace are available to activists

in all regions. They provide many of the
skills needed to engage in developing the
UNISON equality scheme locally, including
how to use equality impact assessments.

Training for branch equality officers has
been revised and there is new training for
branch equality reps.






UNISON’S EQUALITY SCHEME AND THE PUBLIC
SECTOR EQUALITY DUTIES

More than 90% of UNISON members work  We recognise the importance of the

for public sector employers, which have a
statutory duty to eliminate discrimination
.and promote equality. This duty includes
a requirement that they publish equality
schemes. It is a UNISON priority to use
the public sector duties to promote
equality and challenge discrimination in
the workplace.

Our own equality scheme is inspired

by, but not limited to, the public sector
equality duties. We are not bound by this
legislation and we have different functions
and purposes to public sector bodies.

legislation, but our scheme is designed to
work for UNISON.

UNISON has developed a single equality
scheme but we have not lost the focus

on different equality strands. Seif-
organisation for specific equality groups is
a key principle for UNISON. Nonetheless
we believe that there is no hierarchy of
discrimination. No equality group is more
important than any other and no one
person fits in a single box. Equality must
mean equality for all.

FEQUALITY IMPACT ASSESSMENT

in developing the UNISON scheme,
we have produced our own guidance
on carrying out an equality impact
assessment.

Equality impact assessments address two
questions:

1. How effective will this initiative be in
promoting equality?

2. Could it affect different equality
groups in different ways?

The equality impact assessment process
involves gathering information and
consuiting members who will, or could, be
affected by an initiative in order to answer
the key questions.

UNISON initiatives are expected to
promote equality strongly and effectively.
Doing an equality impact assessment will
help you decide if you need to strengthen
an initiative’s capacity to make a positive
impact on equality groups.

The impact assessment will also show up

any unintentional negative impact. If this is
the case, remedial action Is needed.

In summary:

%ﬁ accentuate the positive

2 eliminate the negative.
Equality irﬁpact assessments are:

& part and parcel of good policy-
making and service delivery

@ a positive way to drive improvements
@ outcome-focused.

They are not:
rocket science or an exact s_cience
& scary

& separate or different from
mainstream decision-making

& a laborious process that will take
months

just a checklist or tick-box exercise






B an add-on or “after the event”
rationalisation/justification

B an end in itself — the aim is to make
improvements.,

The full UNISON guidance on equality
impact assessment is available from
equality@unison.co.uk. It includes a seven-
step process of:

# defining the initiative to be assessed

B making an initial assessment of its
equality impact

CONCLUSION

UNISON's equality scheme is not a magic
solution to make everything right. It is
simply a tool to lend some discipline

toc how we build equality into all our

union work. Not just equality for some,
but equality for all, consistently and
comprehensively. I Is as useful as we
make it.

As trade unionists, we know we can make
a difference. Equality matters in UNISON.

strengthening the evidence on which
you make the assessment — this will
involve consulting people

making a final assessment

taking action to improve the
initiative’s equality impact

putting systems in place for

‘monitoring and reviewing

making the equality impact
assessment available.
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Branch equality rep

New gctivist position. The aim is to
have an equality rep in every workplace,
working as team members co-ordinated
by the branch equality officer.

Equality impact assessment

Testing out whether a changs, policy

or service could affect different equality
groups in different ways, and making sure
that the needs of all groups are faken into
account.

Equaiity strands

The main equality strands covered by

UNISON’s scheme are age, disability,

gender, gender identity, low pay, race,
religion/belief, sexual orientation.

Gender identity

A person's gender identity is their internal
sense of their own gender. This is not
necessarily the same as the sex they were
assigned at birth. Tackling discrimination
on grounds of gender identity builds
equality for transgender people.

LGBT

Leshian, gay, bisexual, transgendet.

Proportionality and fair
representation

UNISON’s commitment to structures

that represent our diverse membership is
written into the union’s rules. The rule on
proportionality says that structures and
activities should represent women and
men in fair proportion to their membership.
More than 70% of UNISON’s members
are woren. The rule on fair representation
says structures and activities should also
be representative of part-time and full-time

'ThIS document is also avallable |n Iarge
fprmt Braille and other formats.. To request -
further'?cop;es oF for more mformatlon, i

workers, manual and non-manual workers,
different occupations, skills, income,

age, race, sexuality, gender identity and
disability. This is not an exhaustive list; it is
about the principle of inclusion.

Public sector equality duties

Pubiic bodies are required by law to
produce equality schemes showing how
they wiil tackle unlawfut discrimination and
promote equality. They are also required
to publish equality impact assessments.
There is UNISON guidance on using

the public sector equality duties in
negotiations {stock number 2645).

Self-organisation

UNISON’s approach 1o achieving equality
inciudes the self-organisation of groups

of members who may face prejudice and
discrimination. UNISON has self-organised
groups for women members, black
members, disabled members and LGBT
members. Self-organised groups work in
parinership with other parts of the union
to develop and promote the egualities
agenda.

SMART targets
SMART stands for:
Specific

Measurabie
Achievabie
Relevant/Resourced

Timetabtéd.
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NATIONAL WOMEN’S COMMITTEE
Guidance on job share arrangements at national level

Background

Motion 1 at national women’s conference 2010 required an explanation of how job sharing
works in UNISON’s senior structures, and information on the benefits and advantages of job

sharing in UNISON,

The existing NEC guidance on job sharing applies to all indirectly elected national
committees, including the national self organised groups. The national women’s committee
is therefore required to work within this guidance, the full text of which is set out as

Appendix A.
The benefits of Job-sharing

UNISON is supportive of job-sharing both in the workplace and for UNISON stewards and
representatives. The benefits can include :

« agreater breadth of experience, knowledge and skills may be brought to the post;

+ an individual may be more willing to accept shared responsibility a role if their work
or personal commitments mean that they are unable or unwilling to take on the
duties alone;

» job-sharers can learn from each other’s strengths;

+ a level of cover can continue to be provided during periods of annual jeave or
sickness; ‘

« job sharing may facilitate mentoring of new activists or phasing out — for example
when an representative / branch officer wishes to retire in the near future;

» as job-sharing eases the strain of balancing union, work and personal responsibilities,
job share partners can devote greater energy and focus when undertaking each role;

» with two people, there can be a built-in checking system, maintaining effectiveness
and preventing errors.

The practicalities
When considering a job share arrangement, it is important to consider how this will work.

«» job-share need not be an equal hours relationship — it may be a skill and/or task
share arrangement, provided the job-sharers are clear about that relationship and
are equally committed to its success;

» as job sharers carry joint responsibility for the post, it is useful to have a period of
overlap between the two job sharers for them to exchange information and plan
work — this is particularly important to ensure that assumptions are not made about
which job share partner is undertaking a particular piece of work, and important
deadlines and/or opportunities are not missed;

« the NEC's national guidance is very clear that job share is sharing a role, and not two
people participating as individuals side by side. Therefore the costs, duties and
attendance rights are also shared between the partners (see appendix A);






job-share partners must share information — for this reason national committee and
conference papers will be issued to both partners, regardless of which member is
actually attending;

all committee members should be mandated by their nominating body on agenda
items, and job-sharers should therefore be clear in advance of the meeting what
position has been agreed and should speak/vote accordingly;

it is essential that there is effective reporting back, both to the job share partner and
the nominating body, to ensure consistency in approach;

when one half of a job-share arrangement withdraws, the other partner should be
offered the opportunity to fulfil the whole role in the first instance. If they are
unable/unwilling to take on the whole role, the vacant job-share half should be
advertised, and the whole post re-advertised at the next appropriate election.

The complications

members who opt to job-share should be aware that the NEC guidelines on
collective responsibility apply to both job share partners, and that a national
committee member {whether job-share or not) can therefore only attend the
women’s conference in that capacity, not as a branch or regional delegate;

where regional job sharers are elected to a position on the national women's
committee, an individual's term of office will be considered the same as on a non
job-share basis (i.e. maximum of two terms) — even though the job share
arrangement may mean that a sharer only attends half the meetings;

in accordance with the NEC guidance, job-sharers may only be nominated to other
bodies / roles with their job-share partner. This may have implications e.g. :

» the scheme of branch representation for service group conferences requires that
delegates are from the appropriate service group — both job-share partners must
therefore be from that service group if seeking nomination as the women'’s
committee delegate to a service group conference;

" both job share partners would have to meet the appropriate criteria if seeking
nomination to another SOG i.e. both be Black in the case of the NBMC:

= hoth job-share partners must be willing to take on the role if standing for an
officer position —i.e. be willing to share the role and duties of vice-chair;

shared attendance at women’s conference may be problematic as the additional
costs of both partners attending must be borne by the nominating body and the
“off-duty” job share partner would not be able to participate in conference business,
but would be able to sit in the visitor’s area.






APPENDIX A

This note from the UNISON NEC provides guidance on arrangements for job sharing on

UNISON’s national committees. It applies to all indirectly elected national committees. It

does not cover directly elected committees such as Service Group Executives or the NEC.

Definition of job sharing

Job sharing is a voluntary agreement under which a committee seat s shared between
two people. That means that attendance at meetings of the committee, reporting to
and from the committee and any other duties assoclated with the seat are shared
between the job share partners.

Rights associated with the seat including entitlement to expenses are also shared
between the job share partners

Job sharing should not result in additional costs for the committee concerned with the

- exception of costs associated with training of commitiee members. In certain

circumstances it may be necessary for such costs to be borne by the region which the
job share partners come from.

Procedure for national committees

Only one job share partner can attend each meeting. Job share partners cannot attend
meetings as observers.

All job share partners should receive papers for all meetings of the committee.

If both job share partners wish to attend a national conference, attendance should be on
a shared basis,

Both job share partners should be able to attend training events organised by the
committee.

Job share partners can put themselves forward for positions such as chair and vice chair
of the committee and representatives on working parties or other bodies. However,
they can only do so on the basis that they stand together for such positions, Where job
sharers are elected to such positions they should alternate the duties. Their ability to
attend meetings will remain as described above. '

Responsibilities of regions

Regions should ensure that this guidance is followed when elections to national
committees are taking place.

Where a region elects job share partners for more than one seat, the region must
specify who is sharing with whom. This must be a fixed arrangement. Regions cannot
elect four job share partners for two seats or six partners for three seats etc.

Regions should ensure that job sharing arrangements take account of the need to
maintain proportionality and fair representation.

Responsibilities of job share partners

Job share partners should determine who should attend each meeting.

Job share partners should ensure that they maintain continuity of input onto to the
committee and communicate effectively between meetings.

Job share partners should make appropriate arrangements for ensurihg that they report
back to the region.
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Letter to Branches

_stant updates WWW.CWU. or. ail: inf @CW _
50 The Broaciway, ‘Wimblec ondon, sw19 1RX '

- Tel: 020 8971 7200 F (; 020 8971 7300 - ik
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No. 407/12 Ref: G5 1.1 Date: 29 May 2012

To: All Branches

Dear Colleague
CWU ANNUAL CONFERENCE MONITORING 2012

The CWU National Executive Council meeting - held on Tuesday 29" May 2012 -
received a report from the General Secretary on the outcome of conference monitoring.

The information was garnered by the Regional Secretaries with the support of the
Branches.

The NEC was of the view that the material should be circulated to CWU Branches.

Monitoring of conference was restarted at this year’s conference. The results are
attached in the form of a summary by region - branch returns are attached separately.
For comparison sake, the most recent previous results are attached covering the period

2003 to 2007,

The main thing to note in the 2012 results is the continuing under representation of
women, BAME members and young members. Women deiegates made up 13.84% at
the Conference of 2003 - and 15.67% in 2012, The actual proportion to membership is
20%. In 2006 and 2007 there were a higher proportion of women as delegates. So
progress appears to have been halted here.

BAME members made up 3.17% of the conference delegates in 2003 and 5.56% in
2012,

The estimated number of BAME members in the Union would be at least 10%. Again in
2006 and 2007, a higher proportion of delegates came from BAME members than in
2012, Again progress seems to be halted again.






[2]

Approximately 11.5% of our current membership is young members (e under 30 years
old). Previously there was no monitoring of their attendance. So this year's figure of
5.56% of attendance is an indication of under representation here also.

We have no real benchmark of the estimated number of disabled members of the CWU,
Hence it is not possible to talk of proportionality. But we note in 2003, 7.62% were
disabled, compared to 6% in 2012.

There were some notable failures at conference. But we should be encouraged by the
fact that 13% were first timers,

The conference figures will form part of the platform for the discussions with Branches.
and Regions in the implementation of Proposition 67 from the 2011 Conference.

Any comments on this LTB should be addressed to the General Secretary to arrive no
later than noon, Monday 25" June.
Yours sincerely

W HAYES
General Secretary

2012 CWU
Conference Data.xls
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2012 CWU Conference - Branch Comparison Data

Total Delegates & Observers 900
% Male ; Female delegates & observers §3.22 15.67
Under ist
POSTAL & T&FS | Membership | Delegates | Observers | Male Female | BAME | 30 Disabled | Timer
Eastern 17,030 54 59 99 11 7 5 10 i7
Midlands 23,460 66 28 76 i8 12 5 4 11
North East 24,003 74 30 80 22 2 6 8 16
Northern
Ireland 4,263 i6 8 21 3 0 5 2 5
North West 24,177 67 44 81 24 1 9 9 23
Scotland i6,160 49 17 61 5 1 4 2 4
South East 14,294 37 24 47 14 0 4 5 i2
South West 20,396 67 21 73 i6 3 4 4 i0
Welsh 10,670 34 16 39 il 3 2 i 3
London 31,818 101 88 172 17 21 6 9 19
186,271 565 335 749 141 50 50 54 120
% breakdown 83,22 15.67 5.56 5.56 6.00 13.33
Previous Conferences
Category 2003 2004 2005 2006 2007
Number Yo Number % Number % Number % Number %
Male 797 86.16 780 86.28 710 | 87.44 637 | 84.259 636 83.81
Female 128 13.84 124 13.72 102 | 12.56 119 15.74 122 15.09
BAME 29 3.17 35 3.88 33 4.14 51 6.76 49 6.65
Disabled 74 7.62 68 2.36 61 7.31 64 8,22 50 6.59
Delegates
Returned 971 924 834 779 758
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