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Where are the
women in LSPs?

Executive Summary

being taken at a local level. The recent Local Government White Paper, Strong and Prosperous Communities (CLG,
2006) emphasises the importance of community involvement in local decision-making. It also places greater
importance on Local Strategic Partnerships (LSPs) and Local Area Agreement (LAA) to deliver services.

I n England decisions that affect the welfare of local communities and the services they receive are increasingly

The way to secure transparent and better decision-making is to include women. Women representatives are more likely
to focus on social services, the safety of women and children, and gender equality. The new Gender Equality Duty
requires all public authorities to promote gender equality and remove discrimination. Using these opportunities, Urban
Forum, Oxfam and Women's Resource Centre (WRC) researched women'’s representation on LSPs, the engagement of
women's organisations with LSPs and what issues affecting women are being raised in LSP business.

LSPs typically have a central board or executive, where key decisions are made, and a range of other themed groups which
feed into this central board, such as Crime and Disorder Reduction Partnerships (CDRPs). They are made up of representatives
of local councils, other public sector bodies, local businesses and local voluntary and community organisations.

Where are the women on LSPs?
& 28% of Chairs of central LSPs boards are women, roughly equivalent to the percentage of women councillors

& Only 19% of Chairs are women on different groups within LSPs.

< Women are more likely to be community representatives, thematic partnership representatives or administrators on
central LSP boards.

What women’s issues are being raised?

& Women's issues raised most frequently are problems such as teenage pregnancy and domestic violence, reflecting
national and local government targets.

2 No LSP demonstrated awareness that all issues have a gender perspective, such as public service delivery in
transport or economic development.

Are LSPs engaging with women’s organisations?

& Women'’s organisations represent around 7% of the total voluntary and community sector, but on LSPs were only 1.8%
of voluntary sector representatives.

€ This means they are significantly under-represented in relation to their size in the sector.

How are LSPs supporting women’s representation?

€ Support mechanisms for the engagement of community members are sometimes available, but few are specifically
tailored to women.

& 72% of LSPs surveyed did not provide any specific support for women to engage in their business or structures.
& LSPs reflect wider societal structure where men are still in the majority in senior positions.

& The few LSPs that provided support for women emphasised that proper engagement and support takes time.
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Is women’s presence on LSPs being monitored?
@ Over 80% of LSPs did not monitor women’s representation.

< Four LSPs monitored gender representation in an informal way.

2 Five respondents monitored the representation of different equalities groups.

The Gender Equality Duty
& 70% of LSP respondents said they were aware of the Gender Equality Duty.

& No LSP interviewed was developing gender equality scheme. Some were considering it, although not as an immediate
priority.

Key conclusions and recommendations

% The Government should set up and resource a scheme for LSPs and other local bodies to learn from good
practice in representing women in decision-making.

< Women's representation on LSPs, especially at senior level, is too low, and can be regarded as
discriminatory. LSPs need to examine gender representation, and set targets for improvement.

& LSPs do not know enough about the different needs and experiences of women and men. They should
strengthen their data sources on gender, use them to identify how mainstream issues affect women and
men differently, and use this information to shape Local Area Agreement targets and other plans.

< Women's organisations are insufficiently represented in relation to their size and their expertise. LSPs
should ensure the full involvement of women'’s organisations in LSPs at all levels.

& LSPs do not do enough to support greater representation of women, particularly at senior level. Positive
action is needed to encourage and support them, through such mechanisms as the National Improvement
Strategy.

< LSPs simply do not know enough about who is represented on them. LSP partners should collect, analyse,
use and report on gender-disaggregated data as part of routine performance management.

& While we acknowledge that LSPs may have limited capacity, they have obligations under the Gender
Equality Duty to tackle discrimination. Local Authorities need to take the lead in examining the
responsibilities of the Partnership, and taking action.
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Introduction

How do we create a fair and just society? How do we make sure that different views are being taken into
account and that marginalised voices are heard? How can we steer away from corruption and decision-making
that only benefit the few? One of the answers is to include more women in governance and politics.

Research conducted by different institutions, including the World Bank, has shown that high numbers of women in
governance results in greater transparency and better decision making. Women representatives are more likely to focus
on issues such as social services, the environment, the safety of women and children and gender equality (Hunt, 2007).

In England decisions that affect the welfare of local communities and the services they receive are increasingly being
taken at a local level. It is therefore essential that the decision making process is inclusive and transparent, making room
for diverse views to be heard so that the best decisions can be made.

The aim of this research is to look at women'’s representation in Local Strategic Partnerships (LSPs) which are becoming
increasingly more important in local decision making in England. The main aim is to promote gender equality in LSPs.
More precisely, the research looks at how and at what level women are represented in the structure of LSPs, whether
women'’s organisations are fully included in LSP representative structures, whether gender issues are considered as part
of LSP business, and how these issues are raised within LSPs.

The trigger for this research is the Gender Equality Duty (GED), which came into force in April 2007, and requires public
authorities to promote gender equality and eliminate sex discrimination. The Gender Duty will affect policy-making, public
services and employment practices such as recruitment and flexible working. It will apply to all partnership arrangements
and agreements, where partners are delivering public services. Since LSPs are becoming increasingly important in
developing, coordinating and improving services in localities it is important that women are adequately involved.

This research affirms the fidings of other studies, many of which are listed in the literature review (Appendix B). The
findings help to build a more accurate picture of gender equality in LSPs, and raise awareness of the need for greater
participation by women across the range of regeneration structures, particularly at the most senior level. This is initial
research: there is more work to do in examining how a gendered analysis can highlight how policies and practice impact
differently on women and men, and how women'’s issues (by which we mean simply those issues impacting on women)
are picked up and tackled in partnership working, now that public authorities are obliged to implement the Gender
Equality Duty.

This is a joint project between Urban Forum, Oxfam and the Women’s Resource Centre (WRC). Each organisation has a
different area of expertise, spanning from gender and regeneration to local government and the women’s voluntary and
community sector.

Our analysis and conclusions are drawn from the results of the survey, and supplemented by the experience of our
organisations. We draw on the expertise of working on gender issues in the field of regeneration, neighbourhood renewal
and with the women’s voluntary and community sector.

First this report will look at the methodology. Secondly the policy context for women’s participation and representation is
explained. Thirdly the findings are presented and finally, conclusions are drawn and recommendations made.



Introduction and Methodology

Methodology

This research was carried out in two stages: an online questionnaire, followed by targeted telephone interviews.
Alongside the two stages an audit was carried out to collect data on the representation of women'’s organisations
in county and district Local Strategic Partnerships (LSPs) across England.

Online questionnaire

Stage One consisted of an online questionnaire sent to 368 contacts covering all LSPs in England. Contacts for the LSPs
were obtained from the Department for Communities and Local Government (CLG) and through a web search. Sixty-one
(17%) responses were collected.

The aim of this stage was to reach as many LSPs as possible to find out about women’s representation aon them. There
were two sections to the questionnaire. Section A covered background questions about the respondent and the LSP.
Section B asked questions specifically on women'’s representation, and women’s issues in the LSP. Respondents were
also asked if they wanted to participate in further research.

Telephone interviews

Stage Two consisted of 29 telephone interviews, carried out by WRC, Oxfam and Urban Forum. The respondents
contacted, had a higher number of women represented on their LSPs; they monitored participation of women and men;
gave support to women and/or identified that women'’s issues had been raised at their LSPs. The aim of the second
stage was to elaborate on the information gathered in Stage One, in order to gather more detailed information about the
barriers and reasons for women'’s low representation on LSPs, and to identify good practice. Respondents were asked
whether women'’s issues were raised at LSPs, and the interviewers had a checklist of “women’s issues” to prompt any
question about what they were.

Representation of women’s organisations

Internet research was carried out to collect data from websites of local authorities and their LSPs. Each LSP was
researched individually and the details of their membership were recorded. This included the number of members either
overall or on the central board; how many of these were voluntary or community organisations, and then how many of
these were women'’s organisations. Out of 379 identified LSPs, 275 (72%) had accessible membership data. (See
Appendix A).

Alongside this primary research, a literature review was carried out of “gender mainstreaming” (See Appendix B). This
illustrates the research of academics and the experience of organisations studying how, and how effectively, gender
equality has been integrated into regeneration, anti-poverty, and democratic practice in the UK. It highlights mechanisms
to achieve this, levels of success and forms a benchmark against which the research can be measured. We also included
simple guidelines for increasing women'’s participation and representation (See Appendix C).
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Background and
Policy Context

Local Strategic Partnerships

The Government introduced Local Strategic Partnerships (LSPs) in 2000 in England. LSPs are a way of bringing together
local people, including public sector organisations, voluntary and community organisations, and business to work to
improve the local quality of life. LSPs aim to improve the way that local services are planned and delivered. They help
local agencies and others to focus on improving the quality of life and leadership in a locality by getting communities
involved in their design and delivery of public services. This includes major public services like education, health, housing,
police and social services.

The role and the responsibility of LSPs can be summarised in the following:

@ LSPs are responsible for producing the Sustainable Community Strategy. This is a plan that draws on and influences
future plans from all key local organisations. It sets out the priorities for an area, and how services can be improved
and delivered in way that increases the environmental, social and economic well-being of a community.’

@ Local Strategic Partnerships develop the strategy for delivering services through a Local Area Agreement (LAA). This
is a three year ‘contract’ between a local area (represented by the local authority and other partners through the Local
Strategic Partnership) and central Government to deliver particular priorities as set out in its Sustainable Community
Strategy.

@ LSPs are critical in ensuring robust implementation of forthcoming legislation such as the Local Government White
Paper (or Local Government and Public Involvement in Health Bill 2006-7), in which a key driver is devolution of power
to local level. The Act places greater emphasis on community engagement and civic participation, and acknowledges
the need for greater involvement of voluntary and community organisations.

1 The LSP Guide 2006, third edition, www.urbanforum.org.uk/pubs/index.htm/
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@ The performance of LSPs is monitored through regional Government Offices. LSPs can develop their own performance
management frameworks but they must include the following three elements:

e reviewing outcomes (previously reviewing delivery)
e reviewing partnership working
e improvement planning

& Information guidance issued to LSPs by the Office of the Deputy Prime Minister, now CLG, emphasises the importance
of care in ensuring that equalities law and guidance is taken into account by partnerships.?

& The core requirements of this guidance for 2005-2006 also state the need for ‘addressing race equality and diversity,
in particular the issues faced by disadvantaged groups and excluded communities.’

The Local Government White Paper

The Local Government White Paper, Strong and Prosperous Communities (2006)* aims “to give local people and local
communities more influence and power to improve their lives”. Overall, the government aims to devolve power to cities
and regions and allow for flexibility to include local issues. It proposes to:

make services more responsive and empower communities

strengthen the role of councillors

devolve power to cities and strategic regions

strengthen the role of Local Strategic Partnerships (LSPs) and Local Area Agreements (LAAs)

provide a new performance framework

create the ‘Third Sector Strategy’, which sets will set out the framework for engagement with the sector.

set a new standard of representation of voluntary and community sector representation on LSPs

CORCO T o B o B o & T & T ¢

create a new ‘Duty to Involve’, which will mean local authorities have a legal obligation to consult and engage
meaningfully with local communities

@ affirm the importance of local government working with partners in transforming local services
< require that community cohesion be central to community strategies and LAAs

It aims to place the voluntary and community sector on a level playing field with other service providers and to involve
communities in shaping local services through petitions, community call for action and local charters. It also emphasises
the role of the Third Sector in “shaping localities”, and calls for more sustainable and long-term funding for local voluntary
and community organisations. The White Paper has now become the Local Government and Public Involvement in Health
Bill 2006-07.

2 The LSP Guide 2006, third edition, www.urbanforum.org.uk/pubs/index.html|
3 Strong and prosperous communities: the Local Government White Paper (2006)
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The Commission for Equality and Human Rights (CEHR)

The new Commission, due to be launched in October 2007, will be the independent advocate for equality and human
rights in Britain. The CEHR aims to reduce inequality, eliminate discrimination, strengthen good relations between people,
and promote and protect human rights.

The CEHR will take on all of the powers of the existing Commissions, the Commission for Racial Equality (CRE), the
Disability Rights Commission (DRC) and the Equal Opportunities Commission (EOC), as well as new powers to enforce
legislation more effectively and promote equality for all. It is a statutory body, established under the Equality Act 2006,
which will enforce equality legislation on age, disability, gender, race, religion or belief, sexual orientation and transgender
status, and encourage compliance with the Human Rights Act 1998. The CEHR will act directly and by fostering
partnerships at local, regional and national levels.*

The Gender Equality Duty

The Gender Equality Duty, or the Duty, came into force in April 2007. It requires public authorities to promote equality of
opportunity between women and men and eliminate unlawful sex discrimination and harassment. The duty covers all the
functions of a public authority, such as policy-making, public services, and employment. The Duty places legal
responsibility on public authorities to demonstrate that they treat men and women fairly, which means they need to
identify and prevent discrimination rather than react to problems when they occur. The new duty represents a change
from previous legislation in that it requires public bodies to be pro-active in promoting gender equality.®

The legislation also introduces specific duties to assist in meeting the general duty which requires that public bodies;

& prepare and publish a gender equality scheme (by 30th April 2007) showing how it will meet its general and specific
duties and setting out its gender equality objectives.

@ consider the need to include objectives to address the causes of any gender pay gap.

& gather and use information on how the public authority’s policies and practices affect gender equality in the workforce
and in the delivery of services.

€ consult stakeholders (i.e. employees, service users and other key stakeholders, such as trade unions and women’s
organisations) and take account of relevant information in order to determine its gender equality objectives.

€ assess the impact of its current and proposed policies and practices on gender equality.
< implement the actions set out in its scheme within three years, unless it is unreasonable or impracticable to do so.
& report against the scheme every year and review the scheme at least every three years.

The EOC’s Code of Practice explains the gender duty in full. The EOC has also produced guidance for different sectors and
issues, including guidance for how local government can implement the gender duty.®

4 http://www.cehr.org.uk/content/purpose.rhtm
5 EOC Overview Guidance on the Gender Equality Duty for public bodies
6 EOC guidance: The gender equality duty and local government

8
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The Duty’s Significance for LSPs

The Gender Equality Duty was developed in response to continued systematic discrimination against women, in terms of
employment, access to services, political representation, care, leisure and personal safety. Existing social, cultural and
institutional practices mean that women’s inequality is still persistent and widespread.” In this report we examine one
aspect of discrimination against women in the decision-making arena, but it is important to recognise that there are many
other areas of gender inequality which are not covered here.

The Duty represents the biggest step forward for gender equality since the Sex Discrimination Act, 1975. Rather than
relying on individuals to make a case, it places a proactive obligation on public bodies. It applies to the delivery of
services as well as employment practice. The Duty has the potential to bring about real change in the culture of public
organisations and the onus will be on organisations to promote equality, rather than on individuals to appeal against
specific instances.

Local authorities are subject to the Gender Equality Duty and therefore need to ensure that any work they do in
partnership with others, including Local Strategic Partnerships, contributes to their delivery of the Duty.

The Gender Equality Duty applies to different organisations in different ways within those partnerships. In an LSP, for
example, some partners will be subject to the Duty in their own right (because they are public bodies, or they are private
or voluntary sector organisations delivering services on behalf of a public body) but others will not. The relevant partners
need to co-operate with the authority in order for the partnership to work.

EOC Guidance clearly states that local authorities must ensure that all partnership work, including LSPs, is included in
their Gender Equality Schemes.® A Gender Equality Scheme could also be written by the LSP itself as good practice, to
outline the responsibilities of all partners in working to promote gender equality. This means that gender equality within
the work of partnership groups, including women's representation and participation, needs to be addressed, either within
each relevant partners’ Gender Equality Scheme (GES), or in a joint GES for the partnership.

Gender Equality and Local Decision-Making

Women continue to be significantly under-represented in decision-making. In 2006 only 20% of MPs in the UK were
women, with only two from black or minority ethnic groups.® 26% of Members of European Parliament (MEPs) are
women, and only one of them is from a black or minority ethnic group (BME group).’

Just over a quarter of local authority councillors are women, and no region has reached the threshold of one-third female
councillors. Only 2% of local councillors were BME women in 2006." Men still make up more than 70% of councillors?,
and only 13% of local authority chief executives are female.’® The Local Government White Paper recognises the need for
greater diversity of representation among local councillors, including greater representation of women.

EOC. Guidance on the gender equality duty for the voluntary and community sector (England), 2007. www.eoc.org.uk/Docs/Voluntary _and_community_sector.rtf
EOC. The gender equality duty and local government guidance for public authorities in England, 2007. www.eoc.org.uk/Docs/Local_Government Guidance.doc
9 EOC, 2007. Sex and Power: Who runs Britain?, London (www.eoc.org.uk/pdf/sexandpower GB_2007.pdf)

10 Operation Black Vote website (www.obv.org.uk)

11 Fawcett Society website (www.fawcettsociety.org.uk)

12 Fawcett Society (www.fawcettsociety.org.uk)

13 Equal Opportunities Commission (www.eoc.org.uk/Default.aspx?page =0)
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So why does gender balance in decision-making matter? International and European requirements point out that
empirically, gender balance leads to better policy making.”> The UN Conference on Women in 1995 Action Plan called for
a 50-50 split on decision-making bodies as essential for democracy and equality. Its Beijing Platform for Action also
specified that a minimum membership of 33% by women on decision-making bodies was necessary before any change in
culture could take place.'

So gender balance is a necessary condition for women'’s participation, or for women's issues to be raised. However, this
is not sufficient. A study by the Manchester Women’s Network of Local Strategic Partnerships'® found that even when
women were equal in numbers on partnership bodies, they spoke less than their counterparts. A study in Scotland on
women'’s partnership working found that even when women were represented on partnership bodies, they did not raise
issues of importance to them as women. The importance of women's active input of their concerns to the regeneration
decision-making process, has been recorded in the Oxfam ReGender project.!”

Raising women’s issues in LSPs

It is important that partnerships hear about issues that are important in the daily lives of ordinary women, and that they
are well represented on LSPs. It will give LSPs a better understanding of the daily reality from those closest to the
ground, and a better chance of improving service delivery. Therefore it is important that there is an equal balance of
women to men representatives at all levels of the LSP. However, it is equally important that women'’s and men's different
experiences are actually visible in LSP business.

The existence of gender balance in representation will not necessarily make visible the differences between women'’s and
men'’s lives and experience. For example, gendered transport needs are different - women use public transport more.
Women have different needs in terms of the location of paid employment, as locally available work is often what they
have to choose to meet their caring responsibilities effectively. EOC guidance for local government in implementing the
Gender Equality Duty makes this clear, saying “differing needs of men and women are often not identified and addressed
in local strategies such as housing, regeneration and transport”.'® \WWomen may raise these issues, but often they do not.
As indicated in the Gender Equality Duty, they are essential to tackling discrimination in service delivery, and should be
considered in the planning and delivery of mainstream services.

Women’s voluntary and community organisations

There are over 30,000 women'’s organisations working across England and Wales. Women's voluntary and community
organisations are experts in promoting and working towards gender equality. Women’s groups provide valuable, and
often life-saving, services and support to thousands of women as well as challenging discrimination against women.
They have expertise and experience in identifying and meeting local women’s needs, they work with some of the most
marginalised and forgotten communities of women who do not engage with statutory services, and they are a crucial
way to effectively support women’s ‘voice’ at a local level.'®

14 Going for a gender balance in decision making, Council of Europe 2002

15 http://www.un.org/womenwatch/daw/beijing/platform/

16 Gender Equality in Manchester (GEM) Project report, 2005

17 Into the Lion's Den, Oxfam 2005

18 www.eoc.org.uk/Docs/Local_Government_Guidance.doc

19 Why Women? The women'’s voluntary and community sector, The Women'’s Resource Centre 2006
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Research Findings

Respondents were asked about their role in the LSP, which sector they worked in and in which region they were based.

Table 1 shows the number of responses from each English region. The regions with the highest number of respondents
are the South East (13) and North East (12) while there was only one respondent from Yorkshire and Humber.

Table 2 shows the different roles respondents have within LSPs. The respondents were evenly distributed between the

four roles.

Table 3 shows the number of respondents from different sectors. The majority (54 out of out of 60) were from the public
sector. This is like to be due to the questionnaire being sent to the LSPs which are co-ordinated by local authorities.

Table 1: Number of
respondents from each
region.

Region no. of respondents
South East 13
North East 12
South West 8
North West 8
Greater London 7
West Midlands 6
East Midlands 5
Yorkshire and Humber 1

Table 8: Number of
respondents in different
roles in the LSPs

Role in LSP  no. of respondents
LSP manager 16
LSP Coordinator 14
Partnership/Development

Coordinator 12
Support staff 13
Other (unclear) 5

Table 3: Distribution of
respondents between
sectors.

Sector no. of respondents
Public 54
Private 0
Voluntary 2

Other [Independent (1),
“multi” (1) LSP (1)]

w
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Women’s Representation and Participation in LSPs

Women on different bodies in the LSP

In Stage One, LSPs were asked to give the total number of people sitting on listed groups and how many of them were
women. The groups listed were:

€ LSP Board,

& Any other LSP management group,

€ Children’s Trust (statutory), and

€ Crime and Disorder Reduction Partnership (CDRP) (statutory).

These groups were chosen either because they were the decision makers, or as representative of the range of
partnership groupings. In total there were 46 responses to this question (see table 4). The Children’s Trust had the
highest percentage of groups (67%) where women were more than 50% of members, while the Central LSP Boards have
the lowest percentage (11%) of groups where women are above 50% of members. However Central LSP Boards had fairly
high percentage of groups both in the 40-49% and 30-39% brackets, or 30% in each bracket.

Table 4: Percentage of women members in different LSP groups.

Percentage Central Any other Children’s CDRP
of women LSP management Trust

in each group Board group

more than 50% 5(11%) 11 (40%) 12 (67%) 6 (27%)
40-49% 14 (30%) 3 (11%) 5 (28%) 2 (9%)
30-39% 14 (30%) 7 (26%) 0 (0%) 7 (32%)
20-29% 11(25%) 5 (19%) 1 (5%) 4 (18%)
less than 20% 2 (4%) 1 (4%) 0 (0%) 3 (14%)
total responses 46 27 18 22

Respondents were also asked to name any other partnerships or groups that were part of their LSP. Five respondents
said that they had environment and sustainable development groups, the distribution was one in each category. Five
respondents had Health and Wellbeing partnerships, with two in the 40-49% brackets and 3 in 20-29% bracket. Two
respondents had learning and skills partnerships; one had more than 50% women representatives, while the other had
between 30-39%. The two respondents that mentioned Economic and Enterprise Forums had less than 20% of women
sitting on them. Other groups that featured and only had one response were Older People’s Reference Group (23%),
Culture and Tourism (50%) and Transport Thematic Group (23%).

12
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Women at different levels of the LSP

Stage One also asked respondents for details of the roles and positions women hold on the LSP. The groups that were
specifically asked about were the same as in table 4. The choices of different roles given were:

Chair
Vice-chair

Lead officer

Administrator
BME representative

o

o

o

< Secretary
o

o

& Community representative
o

Thematic partnership representative

There were 46 responses to this question. Table 6 shows the number and percentage of women carrying out different
roles within the LSP. On central LSP boards, there were more women at community representative level (63%) than any
other, followed by thematic partnership level (60%). Twenty eight percent of respondents said they had a woman as the
chair of their board. The role that had the fewest women representatives was BME, which was true for all groups.
Children’s Trust had nine (20%) women as chair which is interesting since Children’s trusts had the highest percentage of
groups (67%) where women were more than 50% of members.

Table 5: Percentage of groups where women hold different positions.

Central Any other Children’s CDRP
LSP management Trust

Board group
Chair 13 (28%) 9 (20%) 9 (20%) 3 (7%)
Vice Chair 11 (24%) 7 (15%) 3 (7%) 1 (2%)
Lead officer 21 (46%) 9 (20%) 10 (22%) 9 (20%)
Secretary 18 (39%) 9 (20%) 5(11%) 6 (13%)
Administrator 20 (43%) 15 (33%) 13 (28%) 12 (26%)
BME rep. 9 (20%) 4 (9%) 2 (4%) 0 (0%)
Community rep. 29 (63%) 12 (26%) 8 (52%) 7 (15%)
Thematic partnership rep. 28 (60%) 14 (30%) 6 (13%) 7 (15%)

Respondents were also asked to name other groups or partnerships in their LSPs and the positions that were held by
women.

< Three environment and sustainable development groups had women as chairs; two had a woman lead officer.
@ Two health and wellbeing groups had women chairs; three had woman as a vice chair.

@ Two learning and skills groups had women lead officers; one had a woman chair and a woman vice chair.
13
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Why is women’s representation so low?

In the second stage of the research we asked respondents for reasons why the representation of women on their LSP
was so low. Of the twenty nine that answered this question, sixteen respondents said that it was part of a wider social
problem and blamed it on the structure and hierarchy in society where men tend to be in decision making positions and
in leadership roles. It was pointed out that LSPs are drawn from the public sector which reflects wider society and is
dominated by men. Furthermore, since the majority of councillors are men, this is reflected in LSPs. The findings here
echo other studies on male dominance in the culture of decision making bodies (see Appendix B).

Further barriers identified to women'’s representation varied. They included timing and location of events that are often
held in the evenings and far away (especially at a regional level), involving more travel and time than they can manage.
It was mentioned that women were put off by the structure of the Board and other higher level meetings and the short
timescale given to read long documents in advance. Two respondents pointed out that women have low levels of
confidence about the value of their contribution and their ability to give it. These issues indicate blocks to women's
presence and active participation.

Four respondents said that they did not have much control over who sits on the LSP board and it was up to the partners
to make sure that they have equal representation of women. One respondent said that the LSP did not look at women'’s
groups as a stand-alone group and that representatives were not aware of women’s issues. Three respondents said that
they were aware of low representation of women from BME groups.

Five respondents said that there was a good representation of women on their LSPs. None of them were able to give
reasons for this.

Why are women more likely to be community representatives?

Stage Two asked why women were more likely to be LSP representatives at community level. Of the twenty nine that
answered the question ten respondents attributed this to existing roles and wider societal structures. One respondent
said “women are more likely to take up work in the voluntary and community sector or in roles that involves care”.
Another claimed that “it's the nature of society that women are drawn into voluntary and community work”. One
respondent pointed out that the voluntary and community sector is more flexible regarding working hours and “fits better
around childcare”. As in the previous answer, respondents believed it was the responsibility of the partner organisations
to choose representatives to the LSP.
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Women’s Organisations’ Representation on LSPs

Evidence from the audit demonstrates that women’s organisations are not engaging with LSPs. It found that out of 1,064
representatives from the voluntary and community sector (VCS) on LSPs across England, there were only 19 women's
organisations on LSPs amounting to 1.8% of VCS representation. There is an opportunity here, with the current
government drive for civic participation and engagement, to explore the barriers to women’s organisations engagement
and encourage LSPs to seek their expertise. For further information on the Audit see Appendix A.

Supporting women’s engagement

In Stage One respondents were asked if the LSP had any mechanism in place to support women’s engagement, such as
capacity building and mentoring. Forty three people responded to the question of which:

& 31 (72%) people said there was no specific support to women
@ 3 (7%) said that there was specific support for women (including one for BME women)

& 9 (21%) said that there was some kind of capacity building or mentoring in place, current, past or planned.

Stage Two asked further about support offered to women representatives. From the 15 questioned, six (40%) said that
specific support for women was provided, five (33%) provided general support and four (27%) none at all.

Of those who said that they provided support for women, two respondents had a specific networking event targeted at
women and one made sure that the conferences that they held each year addressed women'’s issues. One drew attention
to informal mentoring by senior women as a helping factor. The same respondent said “you have to show how you value
them [women] in partnerships. Not just on paper but you have to go out of your way to show your appreciation”. Both
emphasised that linking up with women'’s groups was the key to increasing their involvement. Both emphasised that
proper engagement takes time.

Other examples of support for women were less planned. One respondent said they provided support for women if they
needed it and mentioned that “...it is particularly important to make it clear to women that they are competent to
participate”. Another said that they were considering a women’s group on the LSP board as a part of a good engagement
strategy but are “focusing on women'’s groups as one of many groups in looking for more representation”. The same
respondent said that the main engagement was through community forums and they were actively encouraging
participation in them. Other examples included women’s engagement as part of LSP stretch targets.

There were five respondents that provided general support but did not support women specifically. This included looking
at training requirements for board members and one was running a monthly induction which anyone joining the LSP could
attend. Participants could then ask for more specific support if they felt they needed it. A special effort was made to
reach people in their communities but women were not targeted specifically. One respondent said that they had a support
worker but wasn't sure if women were specifically targeted. Another said they tried to be as inclusive as possible.

Those who said that they did not give any support for engagement either didn’t think there was an issue or a need. One
respondent said, “LSPs focus on business rather than peaple”.
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When asked what advice they would give to LSPs to ensure a focus on increasing women’s participation happens more
widely, respondents suggested:

< Monitor their presence, collect numbers

o)

Provide transport and childcare

o)

Make clear that women are competent and can do the job
Encourage women to become chairs
Raise it as an issue with the chair

Don't be afraid of affirmative action

Lo IS R o

Provide training around the gender duty

Monitoring Women’s Representation

In Stage One, respondents were asked if their LSP monitored women'’s representation, and if they collected gender-
disaggregated data. Disaggregated data is where data is broken down according to all variable characteristics including
gender, ethnicity, age, sexuality, disability, income, faith, etc. Gender-disaggregated data breaks down gender alongside
the other equalities factors, so it shows clearly what kinds of women are represented, for example, how many black
women, how many disabled women, how many young women, etc.. This is necessary to gain a true picture of all
women and men involved in the LSP. Forty four responded to this question, of which:

< 36 (81%) people said they did not monitor
& 2 (5%) said they did monitor by gender

& 3 (7%) did so on an informal basis

@ 3 (7%) said they would like to

In the second stage of the research respondents were also asked whether they monitored the representation of other
equalities groups (age, race, disability, sexual orientation and faith) as well as gender. Sixteen people answered this
question. Five respondents said that they had a formal way of monitoring the representation of different equalities groups.
One respondent said that they had not done so until they had filled in the questionnaire (from the first stage of this research).
The LSP has now reviewed their partnerships and plan to continue doing so, looking at the participation and representation
of different equalities groups with a particular focus on gender. Two other respondents were already doing the same and
looking at different panels and groups within the LSP. Another respondent said that they monitored through their database
but also added that they needed advice what to do with the data. It was pointed out that often data was collected for
funding-driven beneficiary monitoring, such as numbers of vulnerable groups, such as older women or asylum seekers.

Four respondents said that monitoring was carried out on an ad hoc basis, and there was no formal monitoring
mechanism. One respondent said that a comprehensive community strategy was being drawn up and that monitoring
participation or representation of different equalities groups would be part of that. Another respondent said that they kept
information on who comes to their meetings while another was able to monitor through their database. However both
said that there was no formal way to use the data gathered, as there is no funding or other performance driven
requirement to monitor data by gender.

Seven of them said they had no mechanism in place to monitor participation or representation of different equalities strands. It
was pointed out that the partners in the LSP should be responsible for the monitoring the participation of different groups, or
the responsibility of an equality team within the Council. None of the respondents were sure if there was a plan to start
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monitoring. Some respondents drew attention to their LSP’s commitment to good consultation processes with the community,
and had data that could be accessed and analysed as a result, but few had done so as this was not required.

What Women’s Issues Are Being Raised on LSPs?

Stage One asked respondents whether women’s issues had been raised on different occasions in the LSP. There were
twenty one respondents that answered yes to this question. Each respondent could pick more than one choice:

& 7 (33%) Research

& 5 (24%) Specific policies

@ 15 (71%) Issues raised at LSP meetings

@ 12 (57%) New and existing service delivery

Women's concerns are mostly raised verbally at meetings. Given the barriers to women'’s participation mentioned earlier
(see page 14) this is un-surprising. The second most common way of raising issues which affect women is through
service delivery. Specific research on issues perceived as being connected to women, was commissioned by 33% of

LSPs. Finally, gender equality does not play a significant role in LSP frameworks and procedures, which is a surprising
result, given the length of time equal opportunities have been a specific requirement for organisations in the public arena.

The follow-up interviews probed the nature of women'’s issues raised. Interviewers had the option of explaining what was
meant by “women'’s issues”. The definition used was: women'’s issues can include traditional issues understood to
impact particularly on women, such as sexual or domestic violence, abortion, equal pay, representation in decision
making. Or it can be any issue which explores the impact on women, e.g. transport, housing, economic development,
small business etc. The definition was chosen to clarify the difference between gender-stereotyped women's issues, and
gender mainstreaming in all issues in LSP business.

In total, 19 responses were gathered. Most of the responses referred to gender- stereotyped issues, and a number of
them related to targets within the Local Area Agreement and national government priorities. The issues mentioned were:

€ Domestic violence, as part of community safety, research, or partner membership work (10)
Teenage pregnancy (6)

Women's health including mental health, maternity and paediatrics (4)
Fear of crime (3)

Economic development, entrepreneurship, and worklessness (3)
Attainment and education of girls (2)

Housing for vulnerable and young women with families (2)
Unemployed BME women (1)

“Hidden harm” (1)

Transport — concessionary and late night fares (1)

Childcare (1)

The results demonstrate that the women'’s issues raised are either problems women are perceived as experiencing, or
those identified in wider government targets as needing attention, or both. It was surprising that, childcare, the most
common barriers to women’s engagement in our organisations’ experience, was mentioned only once. No awareness
was demonstrated that all issues have a gender perspective, and that public service delivery in mainstream areas such
17
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as transport or economic development present different barriers and opportunities for women and men which need
attention. This is despite the fact that the literature (see Appendix B) draws attention to the need for a structural gender
analysis of the significance of gender issues in partnership working.

For instance, systematic gender-disaggregation of data on key priorities is needed to analyse what the gender issues are,
and a gendered analysis can highlight how gender-neutral policies can easily have unintended impacts unless there is a
commitment to exploring how policies and practices are impacting differently on women and men. Two said that
domestic violence had been blocked as an issue for discussion for some time but this had now been resolved.

Finally, respondents were asked what would make it easier for their LSP to respond to women's issues. The answers fell
into two types — embedding them in the structures and procedures of the LSP, and giving encouragement to pick them
up. In the former category were:

< Government guidance needed on women'’s representation.

< The need to carry out equalities impact assessments.

@ Disaggregation of Local Area Agreement targets by gender and locality.

< A requirement on LSPs to address women'’s issues as a specific theme or category.

In the latter category the comments included:

& The need for gender champions.

< Dissemination of good practice in community involvement.

@ Guidance on what a well-run LSP should be doing.

A number of these practical ideas could be picked up as part of an LSP Gender Equality Scheme.

The Gender Equality Duty

In Stage One people were asked if they were aware of the Gender Equality Duty. Of the 46 that answered the question,
70% (32) said they were aware of it. When asked if they knew how it would affect them, 31 responded, of whom 18
(58%) said that they knew how it would affect them while 12 (39%) did not know and one was looking into it.

In Stage Two, respondents were asked if their LSP was introducing a gender equality scheme. No LSP interviewed was
drawing up gender equality scheme. Some were considering it, although not as an immediate priority. There were
different levels of understanding about LSP obligations under the Duty: some thought it was not their responsibility, and
that is was the job of the Local Authority. Some respondents thought its implementation would be driven by other
priorities such as required outcomes in Local Area Agreements.

EOC guidance' makes the position clear, saying:

“for a public authority to be compliant with the Gender Equality Duty, it needs to have a gender equality scheme that
covers all of its functions and policies, not just those it conducts in partnership. Therefore although it might be good
practice to have equalities schemes for partnerships, with commitments to equality in all the work done together, that
scheme would not be enough in order for each individual organisation to meet their legal requirements in total.”

Therefore as a body responsible for the delivery of public services, LSPs need as a minimum to look urgently at the
commitments of their partners, and consider to what extent this covers requirements under the Gender Equality Duty.
This does not seem to be happening at present.

1 http://www.eoc.org.uk/Docs/Local_Government_Guidance.doc
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Where are the Women in LSPs?

Women are still in the minority when it comes to decision-making. On average 19% as chairs of different groups within
LSPs are women. On central LSP boards 28% of chairs are women, roughly equivalent to the percentage of women
councillors (29% in 2004)." The Local Government White Paper (2006) aims to strengthen the role of local councillors,
encourage them to take on community leadership roles and make them more diverse. The research demonstrates that
there is a clear need for this and that women'’s representation, especially at senior levels, is unacceptably low, for a group
which represents half the population.

Women's role on LSPs, both in terms of where they sit, and expectations of what they are likely to be doing, still follows
traditional gender stereotypes. Community representatives and administrators are the most common roles for women on
LSPs (39% and 33%). 67% of Children’s Trusts surveyed had more than 50% of women as representatives, emphasising
their roles as carers. When respondents were asked for the reason, the answers cited women as ‘more caring’ and
‘naturally more inclined to community work’, such as social care, disability or unemployment, than men. Respondents
saw LSPs as reflecting wider societal structure where men tend to have more dominant roles.

The evidence highlighted occupational segregation within LSPs. This is where women tend to occupy less senior
positions (vertical segregation) and be over-represented in more traditional roles (horizontal segregation).

We recommend that:

& women should be better represented at all levels on LSPs, particularly senior level. Low representation of
women should be recognised as discriminatory;

& LSPs should take steps to address occupational segregation, both horizontal and vertical;

1 Strong and prosperous communities: the Local Government White Paper (2006), page 50

19



Where are the
women in LSPs?

& LSPs should look at who is represented on them, considering the whole range of equalities issues including
gender;

< women's representation should be improved as part of an LSPs Gender Equality Scheme;

< the new ‘Duty to Involve’ for local authorities should include equalities targets, including increasing
representation of women on LSPs;

& the target of women’s representation should rise to, on average, 50% at each level of the LSP;

< guidance is required from central government on how many women representatives are expected.

What Women’s Issues Are Being Raised on LSPs?

Most of the women'’s issues raised in the interviews were gender-stereotyped. These were either the problems raised by
or about women's 