Equality Impact assessment - Medium Term Organisational Review (MTOR)

DN: Drafters note
1. Introduction to the MTOR
What is the MTOR

The MTOR is a review of whether we are set up in the right way to deliver in the best way possible. 
The aims of the MTOR
Our aim is for the Commission to fulfil its role as a Modern Regulator and demonstrate true value for money.

We will achieve this by:

· Making sure we are structured in the right way to deliver our strategic priorities and business plan 

· Improving our processes, systems and governance 

· Defining a set of values which will help us to fulfil our vision. 

The outcomes of the MTOR are to:

· Focus on and embed our role as a Regulator, using this as a framework for measuring our effectiveness. 

· Make sure we have the right systems, processes and people in place to deliver our duties and powers. 

· Improve our governance and process controls. 

· Ensure we can respond flexibly to a changing economic and political climate. 

· Secure structure/ways of working to increase our probability of achieving societal change.

The aims of the MTOR were based on an assumed revenue budget of £60m.  In June 2010 it was confirmed by our sponsor department, the Government Equalities Office, that the Commission’s revenue budget would be cut by £7 million, leaving us with a budget of £53 million for 2010/11. 
This has resulted in a need to re-shape the MTOR going forward and as we continue to be subject to further, externally-driven assessments of our future size and shape, flexibility in our approach to the MTOR will be required. 
2. Equality impact assessment

The Commission like other public bodies is subject to the ‘public sector duties’ (PSDs) that place on us a series of legal obligations. The duties are the race equality duty, the disability equality duty, and the gender equality duty.

The race, disability and gender duties are statutory duties that are legally enforceable. The Commission is legally obliged to pay 'due regard' to the need to take action on race, disability and gender equality. The legislative framework has two main components: the general duty and the specific duties. The general duty sets out the main objectives of each of the duties, whilst the specific duties are the steps that public bodies have to take to help them to meet the general duty.
Further details about the duties can be found at: http://www.equalityhumanrights.com/advice-and-guidance/public-sector-duties/
An equality impact assessment (EIA) is a specific duty that will help the Commission to understand the effects of the MTOR on different equality groups and identify active steps that can be taken to promote equality. 

Understandably organisational change can be a difficult period for many employees, and some employee groups may feel particularly vulnerable at this time. 

By carrying out an equality impact assessment of the MTOR we hope to provide reassurance to our employee that all processes and decisions that are implemented as a consequence of the MTOR are done so fairly and with due regard to the duties.

We will use the following guidance on’ how to carry out equality impact assessments’ which can be found at:

http://www.equalityhumanrights.com/uploaded_files/PSD/equality_impact_assessment_guidance_quick-start_guide.pdf
Informing the decision-making process 

The Commission recognises that the negative impact on different groups identified from the EIA process needs to be considered thoroughly when making decisions affecting its employees and wider service users/stakeholders. 

Making decisions without fully assessing the potential negative impact of those decisions with regards to race, disability, gender, gender reassignment, sexual orientation, religion or belief, age and human rights, will result in missed potential opportunities to: 

• mitigate any negative impact identified 

• advance equality and/or human rights, and 

• foster good relations 

The public sector equality duties do not prevent decisions, being taken provided that decisions are taken in accordance with the duties. 
Our decisions will be informed by the following questions;

· What are the identified potential or actual impacts on different groups of employees 
· Is there a way of reducing or removing a potential or actual negative impact? Is there another way of doing what we need to do?
· If not, what is our business justification for continuing? 

Unlawful discrimination (direct discrimination) can never be justified. Actions that are identified as being discriminatory or that create or allow unlawful discrimination will be immediately stopped and changed
Should the Commission be unable to avoid any potential negative impact which arises as a result of a decision, this will be explained and will be a key consideration of future action. 
The equality strands being assessed
The aim of this EIA is to ensure that the implications for equality for all the protected mandate areas have been properly assessed during the MTOR process. It will take account of views expressed by employee, and to provide assurance that due regard to the general duties has been considered and that where possible changes needed to mitigate any potential adverse impacts have been identified and ways to further promote equality identified. 

Although the current legal requirements to assess impacts on equality relate only to race, disability and gender (gender reassignment), this EIA also considers the impacts on age, religion or belief, carers and sexual orientation and is in line with the commitment we have given in our three-year equality scheme and the integrating policy of the Equality Act, 2010.

Human Rights
The Human Rights Act 1998 places obligations on the Commission to take proactive steps to protect and respect fundamental values of fairness, respect, equality, dignity and autonomy. Currently there are no prescriptive processes for the Commission to follow in order to demonstrate how we identify potential human rights issues.

Equality is a central tenant of the human rights based approach and discussions about equality serve to strengthen this approach. Using the processes defined in the equality specific duties and in this instance through this equality impact assessment we will be able to consider the human rights implications of the MTOR.

If the Commission is compliant with equality legislation, this will put us on the path to being human rights compliant, providing we consider the possibility of non-equality related human rights violations, and the other FREDA principles.

3. The Scope of this EIA

The MTOR is made up of a number of key activities, which will result in the development of a new organisational design for the Commission placing us in a position to become an efficient modern regulator.
As a result of the MTOR process potential equality impacts may be evidenced across our;
· Workforce composition and size
· Within our service delivery, and;

· During policy development and new ways of working designed to support the new organisational design.
This EIA will focus on those impacts that will affect our 
· Workforce composition and size and;

· Service delivery, including, communications, grants, Help-line and enforcement activities.  
Outlined below are the detail of EIA’s which have already been completed and relate to:
EIAs relating to Policy/process development and new ways of working 

Separate EIAs will be carried out on any new policies/processes that are introduced as a result of the MTOR through our equality impact assessment process. 

Projects designed to develop new ways of working to support a new organisational design will also be subject to a separate equality impact assessment.

An example of an activity arising from MTOR activity that will undergo an individual assessment includes;

· The Shared Services project (currently on hold )
EIAS relating to our work programmes
Our work programmes and the delivery of our services (communications, grants programme, help-line and enforcement activities) enable us to deliver our strategic priorities and perform our role as a modern regulator. Further details about our strategic priorities and our work programmes can be found at: http://www.equalityhumanrights.com/about-us/our-strategic-plan/
Equality impact assessments have been completed in relation to the Commission’s:
· Three-year strategic plan and the strategic planning framework covering the period April 2009 to March 2012. 

· The EHRC 2010/11 business plan and budget reduction and covers the 2010/11 business plan, and incorporates an assessment of the proposed changes required to the business plan and programme of work in response to the budget reduction. 
The work programmes within the 2010/11 business plan were developed based on an assumed revenue budget of £60m.  In June 2010 it was confirmed by our sponsor department, the Government Equalities Office, that the Commission’s revenue budget would be cut by £7 million, leaving us with a budget of £53 million for 2010/11. 
Adapting to this challenging environment has required us to be increasingly flexible in our approach to our priorities for 2010/11. We have responded to this challenge by ensuring that we continue to target the most entrenched disadvantage and discrimination.
Looking ahead to the 2011/12 business planning process, the key constraints affecting our capacity to further develop and deliver our work programmes will be as a result of the outcomes of the autumn spending review when our budget reductions will become known and any changes required as a result of the governments review of NDPB’s. As further cuts are anticipated over the following four years a more focused remit and set of strategic priorities for the Commission will need to be established. 

An EIA of our 2011/12 business planning process and of our second three year strategic planning process will address the following;
· A revised Commission budget and expected further reductions, including what impact this has on employee numbers
· Any changes to our remit as a result of our reduced budget, 

· Outcomes and recommendation from the Triennial Review which will be laid before parliament in October 2010. This will be an important internal and external resource gathering the most up-to-date evidence and analysis on the experiences of our protected strand groups in one place. Through the identification of critical issues the Triennial Review will help to identify priorities for the Commission and feed into our next strategic planning process 

· Reviewing the appropriateness of our work programmes
Important considerations will include how we continue to;

· Support the successful implementation of the Equality Act

· Maintain our accredited Human Rights status

· Perform our role as an efficient Modern Regulator

4. Who will be affected by the MTOR

Employees that will be affected by the MTOR process and considered within this EIA are permanent and fixed term employees. We hold substantive data on this cohort of employee.

5. Principles (DN: to be refined)
· No employee should receive less favourable treatment on grounds of age, gender, race, religion and/or belief, sexual orientation, disability, working patterns, or on the grounds of trade union membership. 
· As well as the above, the Commission recognises that current and future equality law allows you to treat a disabled person better – or more favourably – than a non-disabled person. Recognising that disabled people can face barriers to participating in work and other activities.
· All decisions on appointment and selection procedures, identification of ‘at risk’ employee and redundancy criteria will be fair and transparent and will meet the requirements both of equal opportunities and employment legislation and best practice.

· The MTOR process is likely to lead to a new organisational design that will be implemented through various change processes and procedures. These processes are linked to other operational policies currently in practice or being developed. As a result many of the activities taking place during the MTOR will be considered under the EIAs that have taken place or will take place on them. Policies or processes that will be considered in this way have been identified below in the relevant sections.

· Change will affect all employee involved on varying levels. However, the MTOR is driven by organisational requirements not individuals. Therefore any negative impact on employee will be minimised by following employment and equality legislation and diversity best practice, which this EIA will aim to deliver, by assessing every individual’s situation on a case- by- case basis. 

· The EIA will also take into account the need to balance service improvements with the impact on employee.

6. Consultation

The Commission is committed to ensuring that all employees are engaged and consulted throughout the MTOR in a meaningful way.

Employee briefings provide on-going opportunities to discuss the MTOR, though it is recognised that employees may feel this is more of an information giving activity and many may not feel comfortable raising questions during this time. All employees are given the opportunity to ask questions prior to briefing sessions which are then answered through FAQ briefings posted on the intranet. Employees can also raise equality issues at mtor@equalityhumanrights.com which are picked up by the internal equalities team.
Individual Directorate Consultation

A series of workshops have taken place since the beginning of 2010, including;

Directorate reviews –

· Top level findings

· Inside out reviews

· Outside in reviews

During September 2010 MTOR directorate-based feedback sessions have been taken place with employees.

These have focused on options and choices for how each directorate might be organised and carry out its activities in the future.

The following presentations provide a summary of the feedback received from employee and stakeholders within each directorate and illustrates how employee have informed and shaped the proposals for a new organisational design. 

· Wales 

· Strategy 

· Communications 

· Legal 

· Scotland 

· Corporate Management
· Commissioner’s Office

Union Consultation

An engagement framework sets out the agreed terms of engagement for consultation between the EHRC and the TUS on the MTOR this can be found in Appendix 3

Employee Group Consultation

We have engaged with our employee networks, including our Disabled, Carers and BME employee group on what they saw as the impacts that should be considered within the EIA. This will remain an ongoing action.

7. Gathering information and evidence
We have identified the following as some our key information and evidence needs: 

· Current Commission workforce diversity statistics.

· Equality monitoring information collated on the people policy framework
· On-going equality monitoring information that will be collated during and post MTOR implementation

· The Employment Statutory Code of Practice, The Equality Act, 2010.
· Stakeholder feedback
· National research reports including Commission research and campaign publications

Data analysis of employees 

This section sets out the baseline data used for assessment of impact. Data on the headcount and diversity profile of Commission staff is currently captured via the HR Cipher portal. 
Please note:

Where employee numbers fall below 5 within a particular data set, the data will be blanked out. This is in compliance with the data protection act and has been done to prevent individuals being identified from small, closely defined data sets.
Table 1: Equality profile and office location
	
	Total Head Count
	F
	M
	Disability
	Carer
	BEM
	White
	Sexual Orientat-ion

Hetero- sexual 
	Religion
	No Religion

	London 
	120
	79
	41
	20
	34
	41
	74
	82
	47
	45

	Manchester –Arndale 
	176
	120
	56
	40
	67
	21
	149
	137
	77
	69

	Cardiff 
	39
	26
	13
	7
	15
	0
	38
	36
	15
	20

	Glasgow
	45
	33
	11
	7
	19
	
	39
	36
	18
	21

	Regional offices
	35
	19
	16
	7
	11
	12
	21
	28
	15
	8


* Updated 30092010 to reflect helpline employees

**Some figures will not tally up to overall total due to data non-disclosures

*** Data relating to sexual orientation, including gay, lesbian and bi-sexual data and some information relating to religion has not been included due to small numbers of employees disclosing this information.

Equality data by Directorate

Table 2 - Gender

	Directorate
	Total Headcount 
	Gender

	
	
	Female
	Male

	Commissioners' Office
	11
	9
	

	Communications
	118
	73
	45

	Corporate Management
	87
	52
	35

	Legal
	72
	53
	19

	Non Establishment Posts *
	
	
	

	Scotland
	32
	23
	9

	Strategy
	73
	47
	26

	Wales
	29
	18
	11

	Grand Total
	448
	296
	152


Table 3 - Disability
	Directorate
	Total Headcount 
	Disability

	
	
	No 
	Yes

	Commissioners' Office
	
	
	

	Communications
	118
	85
	33

	Corporate Management
	87
	65
	22

	Legal
	72
	59
	13

	Non Establishment Posts *
	26
	20
	6

	Scotland
	32
	25
	7

	Strategy
	73
	60
	13

	Wales
	29
	23
	6

	Grand Total
	448
	346
	102


Table 4 - Race
	Directorate
	Total Headcount 
	Race

	
	
	BME
	White
	Prefer not to say/ Not stated

	Commissioners' Office
	
	
	
	

	Communications
	118
	27
	84
	7

	Corporate Management
	87
	17
	69
	

	Legal
	72
	18
	50
	

	Non Establishment Posts *
	
	
	
	

	Scotland
	
	
	
	

	Strategy
	73
	11
	59
	

	Wales
	
	
	
	

	Grand Total
	448
	83
	349
	16


Table 5 – Sexual Orientation
	Directorate
	Total Headcount 
	Sexual Orientation

	
	
	LGB
	Straight
	Prefer not to say/ Not stated/ Other

	Commissioners' Office
	11
	 
	11
	 

	Communications
	
	
	
	

	Corporate Management
	87
	9
	71
	7

	Legal
	72
	7
	46
	19

	Non Establishment Posts *
	
	
	
	

	Scotland
	
	
	
	

	Strategy
	73
	11
	53
	9

	Wales
	
	
	
	

	Grand Total
	448
	37
	349
	62


Table 6 - Age

	Directorate
	Total Headcount 
	Age

	
	
	16-24
	25-34
	35-44
	45-54
	55-64
	65+

	Commissioners' Office
	
	
	
	
	
	
	

	Communications
	118
	
	
	
	
	
	

	Corporate Management
	
	
	
	
	
	
	

	Legal
	72
	 
	11
	24
	26
	11
	 

	Non Establishment Posts *
	
	
	
	
	
	
	

	Scotland
	
	
	
	
	
	
	

	Strategy
	
	
	
	
	
	
	

	Wales
	
	
	
	
	
	
	

	Grand Total
	448
	
	
	
	
	
	


Table 7- Religion and/or Belief
	Directorate
	Total Headcount 
	Religion/Belief

	
	
	Buddhist
	Christian
	Hindu
	Jewish
	No Religion
	Sikh
	Muslim
	Other
	Prefer not to say
	

	Commissioners' Office
	11
	
	
	
	
	
	
	
	
	
	

	Communications
	118
	
	40
	
	
	32
	
	
	7
	25
	

	Corporate Management
	87
	
	41
	
	
	33
	
	
	6
	
	

	Legal
	72
	
	24
	
	
	28
	
	
	
	18
	

	Non Establishment Posts *
	26
	
	8
	
	
	9
	
	
	
	
	

	Scotland
	32
	
	10
	
	
	19
	
	
	
	
	

	Strategy
	73
	
	18
	
	
	38
	
	
	
	8
	

	Wales
	29
	
	12
	
	
	15
	
	
	
	
	

	Grand Total
	448
	
	158
	7
	
	177
	7
	13
	18
	59
	


Table 8 – Caring responsibilities

	Directorate
	Total Headcount 
	Caring Responsibilities

	
	
	No
	Yes
	Not Stated

	Commissioners' Office
	
	
	
	

	Communications
	118
	60
	38
	20

	Corporate Management
	87
	50
	31
	6

	Legal
	72
	32
	26
	14

	Non Establishment Posts *
	26
	11
	13
	

	Scotland
	32
	16
	13
	

	Strategy
	73
	36
	24
	13

	Wales
	29
	14
	12
	

	Grand Total
	448
	228
	158
	62


8. Assessment of impact and Mitigating/mitigating actions
Streams of activity

Due to the complexity of the MTOR process the impact assessment has been split to address impact of the following streams of work. This list will be modified and added to if necessary as the EIA progresses.
Work streams identified to date:
1. The overarching MTOR Process

2. Agreement of the organisational design subject to consultation
3. Wider consultation on the organisational design

4. The HR Change Process- the implementation period
During the MTOR process where potential or actual impacts have been identified these will be recorded and will be used to inform the decision making processes as they take place throughout the review.

In addition to the Mitigating actions identified the Commission will also expect the implementation of the following policies/guidance to progress the MTOR in a fair and objective manner;

· Managers guide to reasonable adjustments 

· Flexible working Policy 

· Recruitment Policy 

· Redeployment Policy
· HR Change Process
· The Cabinet Office Protocol for handling surplus employee situations (Guidelines EIA’d as part of the EIA that will take place on the organisational change process)

Assessment of impact 

The following section identifies the issues and areas of concern highlighted through the assessment for each work stream by employees and from engagement mechanisms. It has been sub-sectioned and references a;

1. Specific activity

2. The protected strands that are most likely to be affected

3. The likely or actual impacts to different employee groups as a result of that activity identified by the Board, the SMT, the MTOR project group, Employees, stakeholders and Union representatives, and;

4. The Mitigating actions that will be adopted to minimise any likely or actual impacts that have been identified

Also included is a summary of the identified actual/potential impacts that have been presented to the SMT/Board at each point in the decision making process.
Assessment of impact

Work Steam 1- The overarching MTOR process
1. Specific activity- Employee support through the MTOR process
2. Protected strands that are affected - All

3. Likely or actual impact - The Commission recognises that the MTOR could be resulting in increased levels of anxiety for Commission employees and this is being confirmed by staff through engagement activities.
4. Mitigating  actions
All employees are encouraged to speak to their line managers if they are concerned about any aspect of the MTOR process. 

The Commission operates an employee’s assistance programme that all employees have access to and this will provide an avenue for employee to share their concerns in confidence.

Feedback sessions are planned on a regular basis to keep employee informed of progress of the MTOR and to ensure that employee can ask questions of those leading the process. It is hoped that by doing this employee are able to understand the process and can see how it will affect them, removing the uncertainty which often results in the anxiety felt when a change process is underway.

Additional ‘stress management’ guidance will also form part of the outplacement support programme 

1. Specific activity- Employee engagement
2. Protected strands that are affected- All

3. Likely or actual impact - Employees are not given the opportunity to feed into planned engagement activities as a result of work commitments that cannot be re-arranged, absence, maternity leave and long term sick leave.

4. Mitigating actions - The ‘Keep in touch’ process has been developed with the communication directorate to ensure that all ‘absentees’ are kept in the loop. Employees unable to feed into line –manager contact will be offered alternative approaches to feedback views. Directors will use on-going employee briefings to enable employee to raise queries about the MTOR to feed into the process. Directors will use on-going employee briefings to enable employee to raise queries about the MTOR to feed into the process. Employee will be able to feed into the process at anytime by using the designated email address:

Work stream 2 - Agreement of an organisational design subject to consultation

Workforce impacts
1. Specific Activity – Potential closure of regional offices
2. Protected strands that are affected- see below

3. Likely or actual impact - The key conclusion at this stage is that there might be a disproportionate impact from the regional office closures as detailed below:

Impact on Disability 
The total number of employees with disabilities who are ‘at risk’ as a result of the potential closure of regional office is ‘5’. 
Disabled staff at risk is 5

Total number of disabled employees in the workforce is 103 (disclosed), so this means that 4.8% of disabled workforce is at risk

Employees who have been highlighted as being at risk may secure employment through future recruitment activity during the HR change process

Consultation findings

During consultation, employees with disabilities raised the following concerns with regard to closure of regional offices.

· Some disabled staff who are retained but ultimately relocated may struggle to find accessible housing and suitable environments to re-house themselves and their families.
· The document (MTOR EQIA) recognises the ‘2 Ticks’ scheme Will this meet our Public Sector Duties?

· Unemployment rates are twice as high amongst disabled people and on top of that, the Government are proposing to cut disability related benefits

· Can the Commission document to what extent, if any, it is prepared to take ‘positive action’ to retain its disabled employees?”

Impact on Race
The total number of employees from an ethnic minority background who are ‘at risk’ as a result of the potential closure of regional offices is ‘13’. 

BME employees at risk is 13

Total number of BME employees in the workforce (disclosed) is 100, so this means that 13% of our BME workforce is potentially at risk.
Consultation findings

During consultation, employees raised concerns on how disproportionate impacts of job losses would impact on the overall diversity of the Commission workforce.

Impact on Gender 
The total number of female employees who are ‘at risk’ as a result of the potential closure of regional offices is ‘19’. 

Female employees potentially at risk is 13

Total number of female employees in the workforce is 297 (disclosed), so this means that 6.4% of our female workforce is potentially at risk

The total number of male employees who are potentially at risk as a result of the potential closure of regional offices is ‘18’. 

Male employees at risk is 18

Total number of male employees in the workforce is 153 (disclosed), so this means that 11.7% of our male workforce is potentially at risk

Consultation findings

During consultation, employees raised concerns on how disproportionate impacts of job losses would;

· Impact on the overall diversity of the Commission workforce.

· Many respondents feared the proposals would impact on their current childcare and carer responsibilities and opportunities to work flexibly.
Impact on Sexual Orientation 
Employee at risk is 1 (Gay)

Total number of employees who have disclosed their sexuality as gay in the workforce is 13, so this means that 7.7% of our ‘gay’ workforce is at risk

Consultation findings
During consultation, employees raised concerns on how disproportionate impacts of job losses would;

· Impact on the overall diversity of the Commission workforce.

· Similar concerns raised by disabled staff include those around re-location and being unable to find similar living environments that feel safe and welcoming.

· Some staff raised concerns that having to seek employment through external recruitment processes or as a result of TUPE action from shared services activity; they would find themselves in a potentially hostile working environment.
Impact on Age 

The age profile of the regions office is as follows;
· 16 are aged between 40-60 years
· 14 area aged between- 20-39
· 4 are aged over 60
Potentially the Commission may see the loss of an older skilled set of employees through early retirement and compulsory/voluntary redundancy schemes.

Consultation findings

No comments have been received relating to age and the potential closure of regional offices

Impact on Carers 

The total number of carers who are potentially at risk as a result of the potential closure of regional offices closures is ‘15’. 

Carers potentially at risk is 13

Total number of Carers in the workforce is 168, so this means that 8.9% of our carers are potentially at risk

Consultation findings
Many respondents feared the proposals would impact on their current childcare and carer responsibilities and opportunities to work flexibly.
4. Mitigating actions

· It is proposed that the new organisational design creates a number of new roles that employees will be able to apply for subject to legal advice and consultation.
· Employees who are successful in obtaining a role in a different location may be eligible for assistance with their daily commute. 
· The Commission will work with other civil service employers to identify alternative job opportunities in the Civil Service or the wider government family. Cabinet Office Protocol will be followed and all staff ‘at risk’ will be able to access Civil Service Vacancies (CSVACS). 

· All staff at risk of redundancy may have the opportunity of applying for voluntary redundancy subject to the terms of the scheme. 

· All staff at risk of redundancy will have access to outplacement support which could include:
i. Career review meetings and making future career choices

ii. Gaining a sense of purpose and a plan of action

iii. Identifying transferable skills and marketable competencies

iv. Recognising a working environment that suits them best

v. Support in job search - agencies, internet, advertised and unadvertised jobs

vi. Writing a good CV and letters of application

vii. Interview preparation

viii. Behavioural and competency profiling

ix. Preparing for retirement

x. Self employment advice

xi. Managing stress
· Enhanced library resources-Additional library materials have been sourced to offer employee the opportunity to develop their own skills using material freely available to them from the internal library. This will allow employee autonomy and enable those not wishing to use support made available to still be in a position to develop themselves as the MTOR progresses.

· The Employee assistance programme will be available to support staff experiencing high levels of stress.

· The Commission is committed to recruiting and retaining a diverse workforce. Recruitment practices post MTOR implementation will address any under representation of BME staff.  

· The Commission is committed to recruiting and retaining an older workforce and has introduced a retirement policy that does not include a default retirement age. This alongside the setting of workforce diversity targets will aim to address any under representation of age groups within the Commission post MTOR. 

Workforce impact
1. Specific Activity – Potential closure of Edinburgh and Bangor office
2. Protected strands that are potentially affected- see below

3. Likely or actual impact - The key conclusion at this stage is that there might be a disproportionate impact from the potential closure of the Bangor and Edinburgh office as detailed below;
The number of employees affected by this change is too small to draw any meaningful conclusions. It is anticipated that where there are groups affected the impacts will be small and mitigated by the Mitigating actions described above for the potential closure of the regional offices.
Consultation findings

· It was raised that travel support for staff affected by the potential closure of the Bangor office was untenable due to the distance and transport links available. Resulting in a greater likelihood for those staff affected to be less likely to find employment opportunities within the Commission. Home working would reduce the impact considerably if made available. 
· Staff support groups form an extremely important function within the Commission and it was highlighted that the loss of employees heavily engaged in the running of staff groups could be detrimental to their future functioning and existence. This will be discussed with staff groups.
4. Mitigating actions 
· See Mitigating actions above, and;

· Staff groups will be asked to discuss and propose solutions for how they see themselves functioning and existing in the new organisational design. This offers an opportunity to explore new ways of working and governance of staff support networks.
Summary of impact work stream 1 and 2 presented to the SMT/Board 

The SMT/Board has been presented with the EIA with the understanding that it is a dynamic document that would evolve as the MTOR process proceeds.
At this point in time it is extremely difficult to identify detailed impact, (potential or actual impact on either the make-up of our workforce or the disproportionate impact to any group within it), until the implementation process moving us towards a new organisation design commences.

An analysis of potential impact was possible regarding proposed changes to the regional offices structure as this identified a cohort of staff that would be affected by a closure if this proposal was introduced. 

However identification of potential impacts on changes introduced to other parts of the organisation until assimilation, recruitment or voluntary redundancy activity is underway. 

We will shortly be in a position to carry out a further ‘layer’ of analysis around the impact on grades/levels using indicative grading of roles identified in the new design. We can identify from this if a disproportionate group of employees is likely to be impacted as a result of a reduction in overall posts within grades/levels prior to implementation of the new design. 
As information becomes available throughout the process further analysis will be carried out.

In summary it was noted by the SMT that there was a potential disproportionate impact on;
· Race, if regional office closures go ahead; 37% of employees are from a BEM background.
· The Commission could potentially see the loss of some of its older employees.

· Assessment of impact of proposed changes across other parts of the organisation was limited until further information becomes available.

The SMT also highlighted/noted the following;

· That the Commission has a higher ratio of disabled employees and that the support available during the period of change should reflect good practice including use of the Employee Assistance Programmes.
· Particular concerns have been raised regarding the flexibility of posts in the future to be worked by employees as part time, job sharing or with flexible arrangements.

· Location of posts in the future needs to be considered carefully and all options should be considered to enhance the opportunities for employees recognising the need to comply with the government restrictions and that there may be some restrictions required to further improve the way we work across the Commission.

· The SMT also recognised that an EIA was completed at the time of the budget reduction to consider the impact on service delivery, However this work will need to be further considered to assess the potential impact on overall service delivery if the proposal to reduce the number of employees is implemented.
· The SMT committed to continue to review the EIA as a dynamic document and review decisions and look at mitigating action as applicable that may impact employees or services provided. It was noted that enhancing the overall service and the way we work may have a negative impact on some employees and the SMT will need to consider the appropriate mitigating actions.

Service delivery impacts- Initial findings- Service delivery impacts are still under review. Presented below are initial findings which will be updated;

1. Specific activity- Grant funding programme

2. Protected strands that are affected - All

3. Likely or actual impact - Under review
Consultation Findings

· It has been highlighted by PCS union representatives that reducing our grants programme in light of rising discrimination and a clear need to maintain capacity within the VCS and other partner organisations would jeopardise the role that the Commission has to play in fighting discrimination, promoting equality and human rights and fostering good relations.

4. Context 
The Equality and Human Rights Commission (the Commission) is empowered to give financial assistance, by virtue of Section 17 of the Equality Act 2006, to organisations who promote equality and diversity, good relations and human rights.
The shape and content of the Commission's funding programme, including the priority funding areas, are determined by the Commission’s three year strategic plan and equality scheme. Over the period 2009-12 the funding programme will support work that underpins our three year strategy. 
It is clear going forward that the Commission needs to deliver a more efficient grants programme where infrastructure/administrative costs are greatly reduced in line with organisations delivering similar grants programme externally. With improved administration processes for the monitoring, control and payment of grants, it is feasible that with a reduced headcount that we be able to deliver a more efficient funding programme. As such three FTE’s are proposed in the new organisation design to operate and deliver the grants programme, (strategic and legal). This would reduce the current FTE from 9 to 3 FTE’s.
It is likely that further change will be required to our grants programme when the outcomes of the spending review are announced.

1. Specific activity- Proposed changes to The Communications directorate including regional structures 
2. Protected strands that are affected - All

3. Likely or actual impact - Under review
4. Context 

It is proposed to develop a flexible matrix organisation to support the Commission across the following functions:

· Media

· Partnerships and Engagement

· Internal Communications

· Campaigns and Marketing

· This would mean that instead of the current functional based teams, we would have a central communications team capable of dealing with media and marketing work. Process functions such as web and publishing would sit outside the matrix, but would be reduced in number. 
· Over a period of approximately 12 months, it is envisaged that the Partnerships & Engagement function (formerly stakeholder and parliamentary) would become part of the core matrix structure as stakeholder relationship management becomes better integrated into the core work of the commission. We would retain a central co-ordination function, but this team is not envisaged as stand-alone in the medium  term

· The Partnerships and Engagement (P&E) proposal is proposed as an interim structure bringing together the work with parliamentary and non-parliamentary stakeholders to co-ordinate and strengthen our work across the public, private and third sectors, and relationships with Government departments.  

· The changes proposed are significant in the English Regions and involves a possible reduction from 40 staff to 3 (subject to consultation). These will be aligned to the central partnerships and engagement function  and will be organised by  meta-region (North, Midlands, London & South), with Regional Associates working more autonomously than the central P & E team 

The proposed communications structure has the following benefits:

· Makes better use of limited resources and introduces significantly more flexibility

· Easier to align to programme work and make contribution more strategic and accountable

· Encourages a style of working which is more integrated with other teams and Directorates

· Allows for specialist work in a fluid political environment to continue and evolve into the matrix structure

· Allows a 2 stage transition process to the matrix structure, by creating in effect two ‘mini matrices’ working in parallel for the first year, to enable a two step process of integration

· Provides for a small specialist Digital Publishing function to ensure consistency of quality and contract management

Our Helpline activities are expected to be unchanged under the proposals of the MTOR. A review by the GEO of our helpline services is currently running in parallel and will be subject to a separate EIA process.

Next steps
· Workshops will be held with our regional staff, the outcomes of which will inform the identification of any potential/actual impacts resulting from changes to our regional structure.

· Assessment of potential/actual service delivery impacts will continue and will be included in further updates of this EIA.
· Assessments of potential/actual impact of Work Steam 3 are currently underway and will be included in further updates of this EIA. 
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