EQUALITY IMPACT ASSESSMENT FOR TRACKER PROJECTS NOVEMBER 2010

Form Guidance

An Equality Impact Assessment (EIA) is a tool to help managers improve the quality of their services and its relevance to local people.  The process of carrying out an EIA enables services to think carefully, at an early stage, about the potential impact of a policy or service change on different groups, communities and neighbourhoods.  Whilst many tracker projects are still at an early stage of development or in consultation, it is essential that the experience and understanding of the Project Lead is brought to bear on the potential impacts so that they can be identified, however broadly, at the earliest possible stage; further work will undoubtedly need to be done in refining EIAs as projects progress.
An EIA involves analysing the actual impact, and anticipating the potential consequences of Council policies and services on different groups, communities and neighbourhoods to ensure any negative impacts are eliminated or minimised, and that opportunities are maximised. The EIA will help to demonstrate that decisions are made in a fair, transparent and accountable way, which take account of the needs and the rights of different members of the community. Used properly, EIAs ensure that officers and members make well-informed decision. It is important that EIAs are used as a tool for innovation and improvement. Crucially, EIAs should not hinder ambition.  

Who should be involved in the assessment?

A small group of officers, which may include partners, who have a good understanding of the service or policy being assessed, with input from equalities, cohesion and inclusion officers (corporate and or departmental) and trade union representatives where appropriate. The lead officer for the review is responsible for bringing the EIA team together and the completion and submission of the completed form. 

Who may be affected by an existing or changed service?   
When reviewing or developing policies and services, the Council needs to monitor and take action on changes that affect the following individuals, groups, communities and neighbourhoods:  

1. Age in particular under 25 and over 50    

2. Ethnicity, where this is a minority in the area of impact

3. Disability with physical or mental health issues, learning or sensory disability
4. Lesbian, gay, bisexual (LGB) people

5. Gender including  transsexual (also covers pregnancy and parentage where child is under 5)

6. Religion, faith, belief, or no belief

7. Low income or living in an area of high deprivation

A positive impact is an impact that could have an actual or potential positive effect on one or more communities or groups, or improves equal opportunities or relationships between groups, communities or neighbourhoods.     

A negative or adverse impact is an impact that could have an actual or potential disadvantage, or lead to community tensions between one or more groups, communities or neighbourhoods.     

A neutral impact may be recorded if no evidence is found to suggest that any group, community or neighbourhood will be affected positively or negatively more than another by the policy strategy or plan. The EIA form is not a checklist, but it is helpful to record neutral impacts where they might have been expected, to show that they have been considered.

How can the Council mitigate against negative impacts? 








If part of the existing or proposed policy or service development means there is, or would be, direct discrimination in any of the areas detailed above – this would be unlawful and changes will be required, to ensure that the discriminatory practice is removed.  Indirect discrimination should also be removed, unless it can be justified under legislation. Where negative impacts cannot be completely removed, mitigation that would lessen the negative impact must be developed.  This should be outlined in the action plan.  Responsibility for implementation of all actions must be clearly identified in the action plan table.   

How can positive impacts be promoted and unknown ones further examined?  

Positive impacts  

It is important that we plan to maximise opportunities presented by positive impacts, as the Council is committed to addressing inequality and strengthening relationships between communities.  It is therefore important to state clearly what the service intends to do to promote positive impacts.  Examples of this include promoting positive benefits in local media, or ensuring the policy or service plan is further strengthened.   

Unknown impacts 

Where there may be an impact upon groups, communities or neighbourhoods, but the service has insufficient evidence to make a judgement, then it needs to outline what action will be required to obtain the evidence needed to make a judgement. For example, the actions could include carrying out more research or consultation with groups, communities and neighbourhoods.

What should I do about a neutral impact?  

If on the face of it a positive or negative effect might be anticipated but, after further work, there is found to be no significant impact, the service may wish to record a neutral impact. This would be to indicate that a particular aspect of change has been considered but, after further work, no further action is deemed necessary. The categorisation of an impact as neutral should not be regarded as an easy option – it must be evidenced, it must be rational and it may be open to challenge.
Impacts on staff

It is clear that all staff will be impacted one way or another through actions associated with tracker projects. However, the purpose of the EIA is to identify actual or potential disproportionate impacts on the protected groups. As it is not known yet who will lose their jobs it won't be easy to identify at this stage whether any employees falling within one or more protected groups will be disproportionately impacted by redundancies. The only time this may vary is if you are looking at a specific area of the workforce where a particular group predominates -  women or men for example - in this event you can detail potential disproportionate impacts on staff.

The key is that if a disproportionate impact is identified then you must detail  who will be impacted, how , why and what you will put in place to mitigate negative impacts  or promote positive impacts identified 

The following prompt questions may be helpful:
 
Am I clear about the purpose, rationale and intended outcomes for the change of policy / service or function?  
   
Will any impact on each of the equality groups be disproportionate? (either positively or negatively) What is the impact likely to be?  
 
What evidence have I used to inform my conclusion/decision?  (a lack of evidence is not acceptable as reason to conclude that there is no impact)
 
Have I consulted those likely to be affected?  If not when and how should I do this?
 
What adjustments can I make to my proposals to mitigate or eliminate any adverse impact. If it is not possible to mitigate can I justify the actions proposed? 
        
Will the proposed change have the potential to impact on community cohesion and social inclusion?   
Equalities Impact Assessment (EIA) for Tracker Projects only

Your Name:  Tolu Roche

Other contributors to this EIA: Karen Ilett – Senior H.R. Advisor; Christine Beddows – Unison; Sandra Legate Equalities Manager HCL; 

Date of completion of EIA: 13th December 2010

Title and brief description of tracker project:  HCL 011 – Review Current in house elderly persons home provision
What is the intended outcome of the proposal under consideration:

The Council is presently considering and in consultation regarding the re-provision of The Mount Elderly Persons Home.  The home provides care and support to residents, predominantly with Alzheimer’s disease.  The staffing level is presently 43 and the effect of the re-provision is the redundancy of these 43 posts.  This EIA deals exclusively with the H.R. element of the re-provision.  A previous EIA dealt with the needs of the residents and the impact on them and is attached alongside this EIA.

Does the proposal, in your considered opinion, have the potential significantly and disproportionately to impact on any person who may be defined by one or more of the following characteristics? 

	
	
	
	If Yes, is the impact?

	
	Yes
	No
	Positive
	Negative

	Age, in particular under 25 and over 50
	X
	
	
	X

	Ethnicity, where this is a minority in the area of impact
	X
	
	
	X

	Disability, physical or mental health, learning or sensory disability
	
	X
	
	

	Lesbian, Gay or Bisexual people
	
	X
	
	

	Gender, including transsexual (also covers pregnancy and parentage where a child is under 5)
	X
	
	
	

	Religion, faith, belief or no belief
	
	X
	
	

	Low income or living in an area of high deprivation.
	
	X
	
	


For each category where you identified a negative impact answer the following questions (please ensure that you cover all categories)

	What is the nature of the potential/actual disproportionate impact?
	Age:  53% of the workforce is over the age of 50 and 43% are between 26 – 49 therefore this re-provision will disproportionally impact on older staff.  It is recognised that nationally it is more difficult for people over the age of 50 to gain further employment. 7 of the staff are over the age of 60.   However mitigation in regard to this is that it is reported that an area of growth and need is within the care professions and that local government employees are recognised as some of the most highly trained and highly skilled workforce in this area.  In relation to LBC policies and procedures age has no place in the re-deployment of staff.

Ethnicity:  60% of those affected are White British whilst 37% are from BME communities.  Therefore the biggest impact is going to be on the White British workforce, but this does not detract from the 37%  of the workforce who are from the BME communities.  

Gender:   91% of the workforce is female, whilst 9% is male.  Whilst the figures would show a clear disproportionate impact on females this does not give a clear account as the 9% of males would also be severely impacted in that their work is not easily re-deployed and is more difficult to find similar employment within the wider workforce in Luton.   The female workers are all in the care profession and as stated earlier there are opportunities locally and nationally for care providers.  The Unions also raised the issue that for senior staff it is often more difficult to find similar levels of employment. 



	What evidence do you have to support this conclusion?
	Information on staff is provided by the TRENT system corporately, the information has been analysed to analyse the impact based on equality data.


	If you have carried out any recent consultation with affected groups, what was the result?
	Consultations have been carried out with staff in relation to the proposed re-provision.  The dates of the consultations are;

During the consultations the staff had some concerns, one of their main concerns was to the health and well being of the residents aligned to this was bad publicity relating to the re-provision.  Whilst it is the building that is not fit for purpose their was anxiety that the public would be told by press stories that it is the care that is the reason for the re-provision and would affect their professional reputation and personal well being.  One of their other concerns was if they are re-deployed to the remaining homes under LBC control, they are concerned as to how long their employment in this homes would be, especially as some of the staff at The Mount have already been re-deployed to The Mount from other re-provided elderly person homes in the Borough i.e. 6 staff from Farley moved to the Mount.   Staff also raised questions as to whether the front of the home could be utilised to raise rent/funds in order to pay for the necessary changes required to bring the home up to standard.   

The Unions were also concerned regarding the emotional health of staff involved in assisting customers to move, and that recognition should be given to this aspect of staff’s emotional stress during any time of moving residents to new homes.



	If you not yet carried out consultation, when and how will this be done?
	


	What measures, if any, will be put in place to mitigate or eliminate the impact? 

Please detail these measures in terms of what will be done who will do it when will it be done by and how will it be evaluated / reviewed?
	The Council is facing unprecedented financial cuts from National Government and can only mitigate within constrained financial outcomes.  Detailed below are the measures that the Council will undertake to ensure that staff are supported as well as possible.

The Council is committed to ensuring that the Organisational Change Policy is fully implemented in relation to the internal and external legal procedures to support staff during threats of redundancies.   All staff will have the required 90 days consultation period in relation to redundancy, all staff will and have received one to one interviews.  All staff can utilise the support that is currently available for staff under threat of redundancy.  All staff will be able to be put on the re-deployment register.    The Council is facing unprecedented cuts from National Government and can only mitigate within constrained financial outcomes.  Detailed above are the measures that the Council will undertake to ensure that staff are supported as well as possible.

 


 For each category where you identified a positive impact answer the following question (please ensure that you cover all categories)

	What measures will you put in place to ensure the desired outcomes are achieved?


	


If you have stated that there is no significantly disproportionate impact, please explain why you believe this to be the case

	Religion, Faith or Belief; The re-provision has no impact on the religion, faith or belief of staff.  The outcome would remain neutral.  Staff have worked weekends, bank holiday, all religious festivals and differing hours to accommodate the needs of the home over a long period of time – in any new home the needs of the customers would remain similar and no staff member has requested in 1-1’s for any religious needs to be considered.

LGBT: The outcome would remain neutral.  No staff member has identified any sexual orientation apart form heterosexual.  

Disability: The outcome would remain neutral.  No staff member in the 1-1s has requested a disability to be taken into consideration.


Finally, please describe how the proposal is likely to impact on cohesion and inclusion 

	In relation to cohesion and Inclusion there are some concerns.  If staff are made redundant and unable to find further or future employment so of them could find themselves having to live off state support and a very limited local government pension  (if they are in the LGPS) which is in the median income of approximately £2000 per annum.  Therefore on limited incomes it is often more difficult to be fully inclusive within society and to undertake some leisure activities.

In relation to cohesion with further redundancies across the Council and in any economic downturn resulting in higher unemployment, this could result in future fractures in social cohesion and one which requires constant monitoring.


� By “significantly disproportionately impact” we mean that the proposal is likely to have a noticeable effect on specific section(s) of the community greater than on the general community at large


� By “cohesion” we mean  that people enjoy a common sense of belonging,  feel respected and are able to live with dignity and in harmony with each other By inclusion we mean that resources are available to all to participate fully in civic society, there is equality of access, opportunity and dignity; disadvantage is no barrier and needs and aspirations of all are achieved at no detriment to others








