Appendix Five — Equalities Impact Assessment

Somerset Equality Impact Assessment

Before completing this EIA please ensure you have read the EIA guidance notes — available from your Equality Officer

Organisation prepared for Somerset County Council, as the continuing authority to Somerset Council

Version V2 - draft Date Completed 08/11/2022

Description of what is being impact assessed

Somerset Council will become the new Unitary authority as of 15t April 2023. As part of the creation of the single organisation under the SCO
(Structural Changes Order) there will be a restructure and recruitment exercise of tiers 2 & 3 of the Senior Leadership Team, this is an internal
process.

This EIA considers the equality impacts of this change.

Evidence

What data/information have you used to assess how this policy/service might impact on protected groups? Sources such as the Office of
National Statistics, Somerset Intelligence Partnership, Somerset’s Joint Strategic Needs Analysis (JSNA), Staff and/ or area profiles,, should be
detailed here

Workforce data for tiers 2-3 across all 5 Councils has been considered.
The specific data for each Council is not being published as for some Councils the numbers are small and may identify individuals. Instead, whilst
all the equality data has been considered, the below collective data is being published:

Total number of posts affected: 48
Total number of employees affected: 44



https://www.ons.gov.uk/
https://www.ons.gov.uk/
https://www.somersetintelligence.org.uk/
http://www.somersetintelligence.org.uk/jsna/
http://www.somersetintelligence.org.uk/district-community-profiles.html

Sex
Male: 48%
Female: 52%

Disability
Not known: 36%
The data does highlight that more than one employee has declared a disability

Race & Ethnicity
The data does highlight that one or more employees have declared their ethnicity as being from an ethnic minority group.

Age
54yrs & under 48 %
55yrs & over: 52%

Who have you consulted with to assess possible impact on protected groups? If you have not consulted other people, please explain why?

LGR People’s Equality, Diversity and Inclusion representatives from 5 Councils. Unions through informal JNF, HR Committee & affected staff will
be consulted with




Analysis of impact on protected groups

The Public Sector Equality Duty requires us to eliminate discrimination, advance equality of opportunity and foster good relations with
protected groups. Consider how this policy/service will achieve these aims. In the table below, using the evidence outlined above and your
own understanding, detail what considerations and potential impacts against each of the three aims of the Public Sector Equality Duty. Based

on this information, make an assessment of the likely outcome, before you have implemented any mitigation.

Positive
outcome

Negative

Protected grou Summary of impact
group ¥ P outcome

Age e Some employees who are older and may have been in their current
posts for some time, may have less recent experience of undertaking
a recruitment process and therefore may have increased anxiety in
relation to this.

Disability e Some employees with disabilities may find recruitment exercises more
challenging. For example, employees who identify as neurodiverse
may find the format of interviews and /or assessments challenges and
require reasonable adjustments.

e Some employees with disabilities may experience greater levels of
anxiety associated with significant change.

Gender reassignment e The protected characteristic of gender reassignment has been
considered and no specific impact identified.

Marriage and civil e The protected characteristic of marriage and civil partnership has been
partnership considered and no specific impact identified.




Pregnancy and maternity

The protected characteristic of pregnancy and maternity has been
considered and no specific impact identified.

Race and ethnicity

The protected characteristic of race and ethnicity has been considered
and no specific impact identified.

Religion or belief

The protected characteristic of religion or belief has been considered
and no specific impact identified.

Sex

There are more women than men that will be affected by this process.

Sexual orientation

The protected characteristic of sexual orientation has been considered
and no specific impact identified.

Other, e.g. carers,
veterans, homeless, low
income,
rurality/isolation, etc.

No specific impact identified.




Negative outcomes action plan

Where you have ascertained that there will potentially be negative outcomes, you are required to mitigate the impact of these. Please detail

below the actions that you intend to take.

P H illi
Action taken/to be taken Date erso.n ow ‘fv' it be Action complete
responsible monitored?
Provide guidance and signposting to all candidates in relation to | Ongoing LGR People LGR People
. U
recruitment support Workstream Workstream
Post-recruitment support & feedback Ongoing CEOs & HR Leads LGR People 0
Workstream
Ensure all candidates are able to request reasonable adjustments | Ongoing HR Recruitment LGR People
for any recruitment process Manager & HR Workstream
Equalities O
Employment
Officer
Provision of E&D training for all decision-making panel members | Ongoing HR Equalities LGR People
Employment Workstream O
Officer
Select date O
Select date O
Select date O
Select date O

If negative impacts remain, please provide an explanation below.




Completed by:

Date

Signed off by:

Date

Equality Lead/Manager sign off date:

To be reviewed by: (officer name)

Review date:




