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Executive Summary

Following an internal review the Consortium of Lesbian, Gay, Bisexual and
Transgendered Voluntary and Community Organisation identified the lack of a
current framework or guidance on what skills, knowledge and experience are
required for a specialist infrastructure worker; and how their skills set differs
from that of a generalist infrastructure worker. This lack of guidance has very
real implications for practice. For example, it can lead to duplication of effort
or, conversely requests for help falling between gaps if assumptions are made

by workersaboutanot her 6s r ol e.

Using desk research and a consultation exercise with twenty-one
infrastructure agencies, this project aimed to start the process of looking at
what may be needed to improve upon this situation by:

1 Identifying the commonalities or roles within equality infrastructure

organisations, emphasising their unique areas of work.

1 Highlighting the differences and distinctions between specialist equality

and generalist infrastructure workers

1 Helping provide clarity on why these distinctions exist; and thus
highlight the case for both types of infrastructure

1 Providing guidance to equality infrastructure organisations around the
recruitment, management and development of specialist staff

The research found that some frameworks exist, for example, the NOS in

intercultural working developed by CiLT, the National Centre for Languages,

D that can provide some direction on the detail that may
SK.L be required for specialist equalities work. Additionally,

the development worker framework developed by NAVCA and SKiLD and the




NOS currently being developed by the UK Workforce Hub, can provide a

starting point for equalities infrastructure agencies to explore the specialist

workero6s rol e.

However, the research found that there is no existing framework that
comprehensively outlines specialist equalities infrastructure worker

competencies.

Job descriptions that were reviewed as part of the consultation exercise
appeared to indicate that there is indeed a lack of clarity in the sector
regarding both what specialist infrastructure work is and the competencies
required to effectively carry out the work. In addition, the work carried out by
generalist and specialist infrastructure organisations often appeared to

overlap.

Nevertheless the consultation did indicate that there is a small portfolio of
knowledge, understanding, skills and experience that appear to be specific to
specialist equality infrastructure work which could be developed into
competencies or NOS for specialist equality infrastructure work. Indeed a
specialist infrastructure competencies framework could offer a useful
guidance tool for the recruitment, management and development of specialist
staff.

Recommendations

Recommendation 1: set up a small group of equalities infrastructure leads to

develop the specialist infrastructure competencies outlined above.

One effective way to achieve this would be to work with and alongside the
NOS steering groups co-ordinated by the UK Workforce Hub. If this

partnership approach could be taken, it could:

1 Provide a clearer mandate for the work




1 Enable equalities issues to be integrated, which would also be in line

with government strategy. As reported, specialist knowledge is often
equality issue-specific, especially in some of the smaller organisations
and there is a need for greater cross-pollination. A cross-sector
approach, involving generalist agencies and representatives from a

diversity of equalities strands, could encourage this.

1 Help to clarify the boundaries of specialist and generalist skills and
knowledge. Specialist workers need to be clearer about what is
covered by generalist workers, and need to have confirmation of the
boundaries of their work, and vice versa. If specialist workers are
effective in representing equality groups, the weighting of specialist
skills to generalist skills should decrease in the very long term, as
acceptance of the groups with which they work across society is
reached. This appears to be why the distinction between specialist and
generalist skills is so blurred. In areas where organisations are
successful, the skills they require are less distinct from those

organisations with generalist skills.

Recommendation 2: At a local level, the leads in specialist and generalist
infrastructure organisations should develop where there is a lack of clarity,

clear referral pathways between their organisations.

This could be achieved by:

1 Clarifying the remit (and limitations) of the work of different
infrastructure organisations, both generalist and specialist. What
infrastructure support is provided and to whom? What infrastructure
support is not provided? Disseminating locally relevant information
from the recent National Equalities Partnership mapping exercise
would help with this process but there may need to be some additional
clarity provided about the scope and limitations of the infrastructure

support provided by generalist infrastructure agencies.




1 Supporting agencies to develop consistent assessment procedures for

providing infrastructure support. This may requiring a further
exploration of how agencies currently determine whether (or not) they
are the appropriate agency to provide infrastructure support to an
individual or group

1 Supporting agencies to develop simple referral pathways; setting down
clear guidelines on when and why they would refer an individual or
group to another infrastructure agency (i.e. referral criteria), where and
to whom they would refer and what partnership working or follow-up
there might be.

There appears to be a dependence upon specialists who can be described as
specialists because their area of expertise is specific and often locally or
regionally based. This makes it difficult to succession plan for very specific
organisations. However, it does make a case for specialised training across

sectors, and for the sharing of information and knowledge.

Recommendation 3: A training and personal development programme could
be developed from the competencies framework to provide specialist
infrastructure workers with the range of knowledge and skills described
above.

The National Equalities Partnership could support this to happen by
acting as a training and development hub for this programme; not
(necessarily) providing training directly but by developing and providing

information resources on specialist equalities training available locally

and nationally.




Introduction

This document reports on work commissioned by the Consortium of Lesbian
Gay Bisexual and Transgender Voluntary and Community Organisations (the
Consortium) on behalf of the National Equality Partnership (NEP). The
Consortium is one of the delivery partners of the NEP and is the lead agency
for this piece of work, which has been funded by CapacityBuilders.

The National Equality Partnership is a new three-year project funded by
CapacityBuilders to support the third sector on equality and diversity. Its remit

7

s to deliver services to 6
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infrastructure organisations, to help them

FUNDED

with equality, diversity and human rights.

For more information see www.improvingsupport.org.uk/equality.

This piece of work has involved initial research and scoping for a skills
framework for specialist infrastructure workers across the equalities sector. In
this context, an infrastructure worker is anyone whose role it is to support
voluntary and community organisations to improve the quality and

effectiveness of their work.

A specialist infrastructure worker is someone who supports other
organisations to improve the quality and effectiveness of their work in relation
to equalities issues. Specialist infrastructure workers may support other
organizations in terms of one or several areas of equalities work. In other

words, they may work across all equalities areas or may focus on one specific

equalities issue such as race or gender.



http://www.improvingsupport.org.uk/equality

Background

Following an internal review of staffing structures, personnel development
programmes, and external agency referrals, the Consortium identified the lack
of a current framework or guidance on what skills, knowledge and experience
are required for a specialist infrastructure worker; and how that skills set
differs from generalist infrastructure workers. The Consortium felt that this
lack of a framework for specialist infrastructure workers has implications for

both specialist and generalist infrastructure organisations.

For equalities infrastructure organisations, the lack of a framework leads to
challenges when identifying key skills sets for new workers or personal

development programmes to enhance the skills of staff.

For generalist infrastructure organisations, the lack of a framework can lead to
assumptions and questions about capabilities and competition; should
specialist workers duplicate the work of generalists but with a specific group
or should they only deal with their equality strand specific policy area?

~ The Consortium felt that current

' frameworks and competencies that do
exist for the Third Sector were
inappropriate; to adopt the development
worker framework developed by
NAVCA/SKILD wholesale would create

an overlap between Consortium staff

roles and generalist infrastructure roles. It was felt that the development
worker framework did not provide a context in which specialist knowledge or

experience might be required and it did not identify areas where specialist

training would be required to develop staff further.

Furthermore, as the Consortium is committed to promoting generalist

infrastructure to LGBT organisations and groups, it was important that




Consortium staff did not take on fundamental and basic development

functions that could be provided locally by generalist infrastructure staff; and

that energies and efforts were re-directed and focused on gaps.

However the Consortium also identified a lack of understanding from
generalist infrastructure staff about the role of specialist staff, especially given
the number of referrals to the LGBT sector by generalist organisations to
support LGBT groups with core/basic capacity building areas such as
governance, funding etc. There appeared to be a mismatch of understanding
in purpose and role for both specialist and generalist infrastructure, with
groups and organisations being constantly referred between the two to the

detriment of the client.

Given that anecdotal evidence suggests that
this experience is familiar across all equality
strand infrastructure organisations, it seemed
prudent to research the skills framework
deficit for all equality specialist infrastructure
workers to help clarify the situation for all

stakeholders concerned.




Aims of the project

The project aimed to identify and review existing infrastructure frameworks
and guidance, as well as a range of roles within equalities infrastructure
bodies, in order to:

1 Identify the commonalities or roles within equality infrastructure

organisations, emphasising their unique areas of work.

1 Highlight the differences and distinctions between specialist equality
and generalist infrastructure workers

1 Help provide clarity on why these distinctions exist; and thus highlight
the case for both types of infrastructure

1 Provide guidance to equality infrastructure organisations around the
recruitment, management and development of specialist staff

Acknowledgements

The consultants would like to thank all the individuals and agencies who took

part in the research.

In particular, thank you to Esther Gillespie, Learning and Skills Project
Manager at the UK Workforce Hub, for highlighting useful and relevant
resource materials and current developments and to Macarena Vergara,

National Equality Partnership Learning and Collaboration Officer at the

Women's Resource Centre for helping us with contact information.




Methodology

Desk research

The consultants identified and reviewed existing relevant and appropriate
frameworks and guidance materials. The following criteria were used to

identify appropriate frameworks and guidance materials:

1 Materials that referred to related or similar jobs or roles, since these
might help to clarify the competencies required in this area of work

1 Frameworks specifically designed for Third Sector organisations, since
these might provide a template for a competencies framework for

specialist infrastructure workers

1 Materials that focused on skills and knowledge required for equalities
related work, since these might provide guidance on appropriate

competencies for equalities specialists
The desk research included a review of the following resources:

1 The development worker framework developed by NAVCA (the
National Association for Voluntary and Community Action) and SKiLD
(Skills and Knowledge for Local Development)

1 National Occupational Standards (NOS) developed by the UK
Workforce Hub!

1 NOS in intercultural working developed by CiLT, the National Centre
for Languages

f The prototype Third Sector Performer Tool?

! Including the NOS for Community Development Work

2 Available at www.thirdsectorperformer.com




The consultants also reviewed Framework for a Fairer Future 7 the Equality

Bill.> Whilst the Bill does not provide guidance or indications on specialist

wor ker frameworks, It does outline the gov:
terms of equality, in both public policy and representation in democratic

institutions. This is likely to have a significant impact on employment practice

and service provision and may therefore also shift or change the role of both

generalist and specialist infrastructure workers. As a result, the consultants

felt that it was important to consider this Bill and incorporate its thinking when

making recommendations about equality specialist infrastructure

competencies.

Stakeholder consultation

In total, the consultants successfully consulted with twenty-one agencies as
part of this project. This was slightly higher than the agreed target number of

eighteen organisations. The list of stakeholders is attached in Appendix One.

Since the project aimed to determine the scope for a competencies framework
for specialist infrastructure workers, the stakeholder consultation focused on

specialist equality infrastructure agencies rather than generalist infrastructure

agencies.

As part of other mapping exercises being carried

out by the Womends Resource Ci
of the National Equalities Partnership,

respondents were asked to be involved in a

more detailed study of staffing and job roles.

Appropriate contacts were identified from

respondents who agreed to be involved in

further research, and this included a diversity of

% Framework for a Fairer Future i the Equality Bill, Government Equalities Office, June 2008.
This can be accessed http://www.equalities.gov.uk/



http://www.equalities.gov.uk/

agencies across the equalities strands.

Following a meeting with the Learning and Skills Project Manager at the UK
Workforce Hub, brief information about the project and a link to the
Consortium website and to the consultants was also placed on the UK

Workforce Hub website, providing an additional source of contacts.

The consultant team carried out semi-structured interviews, mainly by phone

and email. The interview questions are attached in Appendix Two.

Although the consultants were able to involve 21 agencies in the consultation,
it is important to note that consultants experienced some difficulties in
engaging with organisations and in obtaining detailed and appropriate

information.

As expected by the consultants, it was easier to consult organisations when
there was a named contact and when the organisation was on the list having
expressed a willingness to participate in further research. Even in these listed
organisations though, their willingness to engage with the project was much

more likely when there was a named contact.

Some organisations questioned the purpose of the research, with some
perceivingotai obdbdddbehimd the project and qu.
of the consultants. Several organisations were wary of or refused to share

their job description and person specification information.

However, in most cases, passion for their service made them overcome these
difficulties, although in the absence of any formal mandate, people did tend to
create their own perspective on the motivation for the research and would edit

their conversations accordingly.




Findings

Findings from the existing frameworks and guida nce

The development worker framework developed by NAVCA and SKiLD*
outlines the skills and knowledge required by people in local infrastructure

organisations who support voluntary and community groups.

" The job titles for this work are varied and include:
SK.LD small groupsd® advisor; field wo

worker; training officer; and legal consultant. The
shared aim of the work is identified as to

sustainabi | ity of voluntary and community grou

The framework includes four competencies that are core to all development

workers:
1 Understanding and working within the voluntary and community sectors
1 Promoting equality and diversity
1 Working within your own organisation
1 Personal and professional skills and abilities

Thecorecompet ency of O&épromoting equality and di
explored by the consultants since it directly relates to some of the key issues

raised by this project; what are the differences and distinctions between

specialist equalities infrastructure workers and generalist infrastructure

workers, and why do those differences exist?

* The framework can be downloaded in full from www.navca.org.uk



http://www.navca.org.uk/

Within this pramewonli, eghal dtompetemcd di ver si
includes three sections:

1 Understanding and raising issues of inequality
1 Policy development
9 Taking action/ policy implementation and review

The framework then outlines the skills and knowledge required to be effective

in each of these three areas of this core competency. For example,
understanding and raising issues of inequa
recognise and explain to others the way that discrimination impacts on

i ndividual s, community groups and voluntar"
knowledge required for this competency are re-produced in full in Appendix

Three.

There are a f ur bulimedinthd dgvelopmensworkek e s 6

framework, key areas of work that development workers may cover:
1 Governance
1 Managing people
1 Funding and financial management
1 Organisational development
1 Influence
1 Premises for voluntary and community groups

1 Working with community groups and voluntary organisations

1 Training and learning




The framework also provides links to relevant NOS. For example, the core

competency of promoting equality and diversity is linked to the Community

Development Work, Trustees and Youth work NOS.

The NOS in Community Development Work outline 6 key roles for community

development work:

=

Developing working relationships with communities and organisations

=

Encourage people to work with and learn from each other

1 Work with people in communities to plan for change and take collective
action

1 Work with people in communities to develop and use frameworks for
evaluation

1 Develop community organisations
1 Reflect on and develop own practice and role

In addition, a qualifications structure for SVQ/ NVQ purposes is provided, with
detail on SVQ/NVQ levels 2, 3 and 4 in Community Development Work.

The NOS in intercultural working developed by CiLT, the National Centre for
Languages provides an example of a competency framework that describes,
in detail, the skills and knowledge required for an equalities related area of

work. It includes 6 units:

1. Working effectively with people from countries or cultures other than
your own

2. Building working relationships with people from countries or cultures

other than your own




3. Employing people from countries and cultures that are new to the

organisation

4. Managing a multicultural team

5. Managing service delivery to people from different countries and
cultures

6. Developing new markets with other countries or cultures

These NOS describe performance outcomes for each unit as well as the

knowledge and understanding required to effectively perform in that area.

The online Third Sector Performer tool, still being
}thind sector developed, uses NOS to describe what a leader
leadership centre 1005 1o do, know and understand in their job to
carry out their role in a consistent and competent way. Whilst this tool relates
only to management and leadership, it potentially offers a different approach
to enable workers and mangers to define personal and professional
development goals. Rather than starting with an existing set of competencies,
the tool asks individuals to answer a set of questions about their work, in

order to identify competencies specific to them. This tool is due to go live, with

an accompanying guide, on July 16" 2008.




Current developments

The UK Workforce Hub is currently developing NOS for development work
and campaigning. The development work NOS are intended to build on the
development worker framework developed by NAVCA and SKIiLD. Steering

groups have been established for each set of NOS and both steering groups

include representatives from equalities infrastructure a
organisations. The aim is to publish the NOS for
development work and campaigning in July 2009. workforce hub

The Government Equalities Office has recently published Framework for a

Fairer Future 1 the Equality Bill . This is relevant since it outlines the

government 6s equalities strategy, providin
framework for this piece of work. The purpose of the proposed Bill and its

accompanying package of measuresaret o 6strengthen protectio
equal ity and deyclutter the | awb

1. Introducing a new Equality Duty on the public sector
2. Ending age discrimination

3. Requiring transparency

4. Extending the scope of positive action

5. Strengthening enforcement
The Bill outlines two key shifts:
T From equalities O0streams6é to a single e

i From equalities as a somewhat specialist issue to a more integrated
approach, with equalities a universal public sector duty and

responsibility

® Framework for a Fairer Future i the Equality Bill, Government Equalities Office, June 2008,
p.8




Analysis of the desk research

The desk research revealed that there are some useful and relevant existing
frameworks. For example, the NOS in intercultural working developed by
CiLT, the National Centre for Languages, potentially provides some direction
on the detail that may be required for specialist equalities work as well as
performance outcomes that might provide guidance to equality infrastructure
organisations on developing tangible and measurable indicators for the

recruitment, management and development of specialist staff.

The development worker framework developed by NAVCA and SKiLD

provides a comprehensive set of competencies for generalist work. This

framework, and specifically the core compe:
di v er <iatclgad definition of the skills and knowledge required for

generalist infrastructure work, as well as an indication of the boundary and/or

differences between generalist and specialist equalities infrastructure work.

This framework, and the NOS currently in development by the UK Workforce
Hub, provides a starting point for equalities infrastructure agencies to explore
what specialist workers do in addition or differently. This is explored further in

the stakeholder consultation below.

The consultants did not identify an existing framework that comprehensively
outlines specialist equalities infrastructure worker competencies. In other
words, existing frameworks do not fully relate to the needs of specialist

workers.

The NOS structure as an overall approach provides a coherent and consistent
way to define a set of competencies, giving a way to outline the skills and
knowledge required for a particular area of work. NOS are relevant across
sectors and are not role-specific and so potentially provide the flexibility

required for competencies in very specific or specialised areas of work.

The process currently underway to develop NOS in campaigning and

development work provides a potentially very valuable platform from which to




build specialist infrastructure competencies. Aligning with this work would

enable specialist and generalist infrastructure agencies to more clearly define

the differences between generalist and specialist work and would model an

integrated approach to equalities work.




Findings from consultation

The findings from the stakeholder consultation were somewhat limited, in
range and detail, by the challenges experienced during the consultation

period, as discussed above.

Job descriptions and person specifications

Part of the stakeholder interview (Appendix Two), involved asking
stakeholders for relevant job descriptions and person specifications. Twenty-
nine job descriptions and person specifications were shared with the
consultants by the different organisations consulted. This was fewer than the
agreed target of thirty sets of job descriptions and person specifications. This
appears to have been partly due to uncertainty felt, in terms of the aims of the

research and the mandate of the consultants, as described above.

However, some organisations, particularly the smaller ones, reported that they

could not share their job descriptions and person specifications because they

did not exist at all or because they were not up-to-date or were inaccurate.

Several organisations talked about their job descriptions and person
specifications being 6catch all 6 document s

over time and are very specific and related to individual workers.

This finding does seem to reinforce the anecdotal evidence that job
descriptions and person specifications are undeveloped for specialist
infrastructure workers across the equalities sector. There is a related lack of
clarity and structure regarding both what specialist infrastructure work is and

the competencies required to effectively carry out the work.

Specialist equality infrastructure roles and job titles

From the job descriptions gathered, it was possible to identify some
consistency in specialist equality infrastructure roles and job titles. Many roles

and job titlesenedbegrotommdeveyopewvel opment i
wor kd and 6 c a pllahese roles abdjab titles rafeg, t a lesser or




greater extent, to work carried out to support other voluntary and community

organisations to improve the quality and effectiveness of their work.

In other words, in spite of the fact that many organisations did not have
relevant job descriptions, of those that did, the research revealed a degree of
shared understanding about the work of specialist infrastructure workers.

There were some differences however. In organisations with a regional single
equality remit, there were infrastructure roles linked to specific equality

strands; OEquality Development Officer ( mi

In organisations with a specialist equality remit, whether on a local or national

basis, roles and job titles seem to be mor .
and 6Devel opment Workerdo, for example. Job
wer e moernec odnaplassi ngd t haganisations.sTdosé n | ar ger o

organisations that had only one paid employee and were working with
volunteers had job titles that reflected t
Organisations that had developed through statutory requirements had titles in

line with similar roles at local government and national level.

There also appears to be some differences in the role of these workers,
depending on the size and remit of the organisation.

In organisations with a regional single equality remit, it seems to be more
common for equality infrastructure workers to be linked into local decision-
making structures and networks, as well as supporting voluntary and
community groups linked to equality issues. In other words, the role appears
to be clearly two-way (the work goes in two directions), involving both
connecting with and supporting marginalised groups and individuals as well
as increasing the profile of equalities issues within wider decision-making
structures and networks. In organisations with a specialist equality remit,
especially smaller, local organisations, the role seems to be more one-way,
focusing predominantly on supporting the voluntary and community groups
and individuals connected to one or more specialist equality issues. This is

likely to be the result of limited capacity within many of these organisations.




As described above, a number of the roles within specialist equalities

organi sations have oO6grownd with the indivi
organisations are small and have developed in line with, and as a result of,

the key worker(s) there and, often with th:
contacts at the heart of the developments.

While most job descriptions and person S0
Yot
Wl

XS
y

2
specifications indicate that specialist "./
equalities organisations focus only on their

e

particular area of equality, some 7
stakeholders talked about projects aimed at ﬁ"f % 9'

. v

reaching individuals or groups from more
than one equality strand. Vi 4

The relationship between generalist and specialist infrastructure organisations
was often unclear, where and how the work overlapped and what the
boundaries of each should be.

A number of organisations appeared not to have any kind of referral pathway.

I n some cases, work that was being carried
active members of a Board of Trustees. It seems unclear in some areas as to

Owho deals with whatoé; sometimes the bound.
organi sations reported a tendency to worry
toes6 with some issues. Both dgopegrialist of i nfr
seems to exist in order to try and balance statutory requirements with local

and/or national needs, whilst also adhering to government strategy and

guidel i nes. Al so, it seems to hinge upon

in society.




Specialist infrastructure worker skills and knowledge

Many of the stakeholders found it hard to define the
differences between the skills and knowledge
required for specialist infrastructure workers as
opposed to generalist infrastructure workers.
However, the following were consistently identified by _ ‘J";,'_f?:'j.".
interviewees and in person specifications, as specific i
knowledge required by equality infrastructure
workers. Knowledge is defined here as what
someone needs to know in order to effectively carry

out their work i.e. the facts, ideas and principles:

nten

6

Legislation related to the equality issue the worker focuses on.
Interviewees felt that workers should have up-to-date knowledge of

both UK and European legislation

Human rights legislation, specifically as it related to the equality issue

the worker focuses on

Government policy, guidance and strategy related to the equality issue

the worker focuses on.

Local policy guidance and strategy related to the equality issue the

worker focuses on

Local and national support organisations related to the equality issue

the worker focuses on.

Some interviewees and person specifications distinguished between

knowledge and understanding and identified the following as areas that

equality infrastructure workers should have a specific understanding of.

6Knowledge and skills are often si mpHowsdescri bed as




Understanding appears to be used in this context for areas of knowledge that

require a level of empathy:
1 The issues affecting individuals from particular equality groups

f Stigma & discrimination and the affect of stigma & discrimination on

individuals from particular equality groups

The following points were consistently identified by interviewees and person
specifications as the specific skills required by equality infrastructure workers.
A skill is defined as something a person needs to be able to do in order to

effectively carry out their work i.e. an ability or expertise.

1 Communication skills i whilst communication skills are a key skill for all
infrastructure workers, specialist or generalist, interviewees almost
without exception referred to equalities work requiring a particularly
advanced level of communication skills that results in trust and
inclusion. Interviewees described, in different ways, the ability to

develop rapport with marginalised groups and individuals.

1 Presentation skills T specifically the ability to represent the experiences
of people from particular equality groups in a way that promotes

empathy and understanding amongst others

i1 Persuasiveness and assertiveness skills i this was also linked to
workers role representing the experiences of people from particular

equality groups

1 The ability to be challenged about beliefs and values and to respond
constructively, in order to promote empathy and understanding

amongst others

1 The ability to assess personal and professional boundaries and

limitations




1 Self-awareness - the ability to understand the impact that their own

background or experience might have on the effectiveness of work with

marginalised groups and individuals

1 The ability to overcome barriers in engaging with minority and
marginalised groups and individuals i this includes the ability to
support specific individuals and groups who experience discrimination

within an already marginalised group.’

There were different opinions given by interviewees and in person
specifications about the specific experience required by equality
infrastructure workers. Experience is use din this context to describe
knowledge or skill acquired over a period of time or knowledge/ skills

acquired through personal involvement or awareness.

1 Many of the person specifications asked for experience of working with

people from particular equality groups

1 Some person specifications asked that workers have personal
experience of a particular equality issue or that they should identify with
a particular equality group. However, this was not universal and some
interviewees felt that this was not necessary and could not be

described as a genuine occupational requirement®

" Trans groups and individuals within the LGBT community, for example.

8 Selection on the grounds of a particular race, gender, disability, sexual orientation or
religion/belief is allowed in certain jobs where being of particular racial group, sex, disability,
sexuality or religion/belief is a genuine occupational qualification for that job.




The following quotes perhaps provide a summary of some of the key findings

in terms of specialist infrastructure competencies:

'‘Generalist infrastructure workers need to be able to relate to the voluntary
and community sectors. Specialist infrastructure workers need to be able to
influence mainstream organisations to think differently. Cities often have a
lack of generalist experience i they rely on a number of specialist
organisations. Connections between workers in all organisations is

important. Generalist organisations refer out. Specialist organisations need

to Opttawgt hemdbmai nstream or be marginlalised.é

"The key knowledge required is that brought to the post regarding the
knowledge of different sectors, and the key skill required is to use this
knowledge as a bridge between the statutory world and that of the real world
of the LBGT groups. The ability to lead and steer, to network, to use the
services of others, to communicate with and gain the trust of the most
excluded. The organisation does not represent anyone but it does act as a
platform for promoting inclusion of excluded groups.'

Communication skills are key bu4 it is the
bet weendé, requiring very sophisticated com
define success for many; it is the &6édseaml e:

Is important. It is seen as equally important to have communication skills that
can influence services and policies as to have the skills of an advocate, with
the ability to o6win hearts and mindsd. The

communication skills as empathic communication skills.

It is also important to note that, from the stakeholder interviews and the
person specifications, it is clear that the four core competencies outlined in
the development worker framework developed by NAVCA and SKiLD

Competencies are also appropriate and relevant to equality specialist

infrastructure workers.




Specialist infrastructure worker training and personal development

Very few interviewees were able to
identify any specific training and
personal development needs for
equality specialist infrastructure

workers.

Indeed apart from training that

generalist workers would need, such

as statutory requirements, human

rights and equalities issues, many

interviewees felt that training and

personal development fell broadly into 2 categories - either it was not

necessary, as the individual brought these skills to the post and that is why

they were appointed, (the post o&égrew aroun
specialist issues that required individual development programmes which

were often accessed through Board of Trustees information and contacts or

personal experience and contacts. IT skills and learning skills that could be

passed onto others was also mentioned.




