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Section 1
Introduction to Equality Impact Assessments (EIA)

This toolkit and EIA guidance has been produced to explain the function of an Equality Impact Assessment (EIA), why it is necessary to undertake an Equality Impact Assessment and to distinguish when and how to undertake an Equality Impact Assessment.
          -----------------------------------------------------------------------------------------------------------------

Section 2

What is an Equality Impact Assessment (EIA)?
An Equality Impact Assessment (EIA) is a tool to help individuals and departments to identify whether or not their policies, practices, procedures, procedures, functions and services may have an adverse impact on a particular community or group of people, ultimately ensuring that as an Authority we do not discriminate and we are able to promote equality, diversity and human rights.   

The idea is to think thoroughly about the impact of our work and to critically examine whether our policies, procedures, functions and services are likely to have a positive or negative impact on different groups within our diverse community. EIAs also help It is also to identify any barriers that detrimentally affect under-represented communities or groups who may be disadvantaged by the way in which we carry out our business.

After undertaking an EIA, you can take action to prevent direct and indirect discrimination, as well as advancing equality of opportunity and fostering positive community relations. The outcome of such actions will need to be monitored and reviewed as part of an ongoing EIA process.  


----------------------------------------------------------------------------------------------------------------
Section 3

Who are the under-represented communities or groups?

The EIA you are undertaking focuses on the ‘protected characteristics’ as outlined in the Equality Act 2010. This includes:
· Age

· Disability 

· Gender Reassignment 

· Marriage and Civil Partnership 

· Pregnancy and Maternity 

· Race

· Religion or Belief 

· Sex

· Sexual Orientation  
You can find out more information about each of the protected characteristics at: 

http://intranet/us_and_partners/equality_and_diversity/equality_and_diversity_plans__policies_and_guidelines/equalities_impact_assessments/equality_definitions.htm#equalityage 
Good practice also includes an assessment of needs and impact on other communities of interest which include (but is not exclusive to):

· gypsy and traveller communities

· people with caring responsibilities

· asylum seeker and refugee communities

· migrant workers and other new arrivals

· looked after children

· deprived or disadvantaged communities (i.e. inequalities in health or 
education)
· social inclusion and community cohesion.
----------------------------------------------------------------------------------------------------------------

Section 4

Why do we have to carry out EIAs?
Firstly, they form part of the Authority’s commitment to improving equality practice. This commitment is expressed in the Council’s Medium Term Corporate Strategy, the Sustainable Community Strategy and the Corporate Equality, Diversity and Human Right’s Strategy.
The Corporate Equality, Diversity and Human Right’s Strategy can be found at: 

http://website/index/your_council/equality_and_diversity/equality_diversity_human_rights_stratgy.htm   

Secondly, it is a legislative requirement for local authorities to assess the impact of their policies, procedures, functions and services, or the likely impact of any that are proposed, on equality. Equality Impact Assessments cover the Authority’s duties under:

· The Equality Act 2010 

   http://homeoffice.gov.uk/equalities/equality-act/ 
· The Human Rights Act 1998
 http://www.direct.gov.uk/en/governmentcitizensandrights/yourrightsandresponsibilities/dg_4002951 
Other benefits to undertaking EIAs include:
· helping to identify whether we are excluding different groups from any of our services
· helping to identify direct or indirect discrimination 
· assisting us in considering alternative policies or measure that might address any adverse impact
· helping mainstream equality in our policies and practices;
· helping us to target resources more effectively;
· helping us to better understand the needs and aspirations of the diverse communities we serve;
· helping us to reality check our policies and services with the people affected by them
This way the Authority can ensure that, as far as possible, actions can be taken to minimise negative discrimination, advance equality and reduce the risk of legal challenge. 
Leicestershire County Council’s, County Solicitor has prepared a useful briefing note outlining the legal implications of major service provision change and the importance of Equality Impact Assessments as part of this process. This can be found at: 

http://lccedrms4:8087/Intranet%20File%20Plan/Document%20Store/Document%20Repository/Documents/legal_implications_of_major_decisons.doc 
----------------------------------------------------------------------------------------------------------------

Section 5
What are the public sector equality duties?
Under the equality duty (set out in the Equality Act 2010), public authorities must have ‘due regard’ to the need to eliminate unlawful discrimination and consider the potential impact of the policy on each duty and its likely impact on each of the protected characteristics in relation to the following public sector duties: 
· Eliminate discrimination, harassment and victimisation 
· Advance equality of opportunity between different groups of people
· Foster good relations between people of different backgrounds 
It is important to have due regard to how the authority can advance equality of opportunity and foster good relations, this involves looking at ways to:
·    Prevent or reduce the impact of harassment suffered by protected people,      


      either in the wider community or the workplace
·    Encourage protected people to participate in public life or in any other     

        activity in which participation by such people is disproportionately low

· Meet the different needs of protected people 

· Remove or minimise disadvantages suffered by protected people
· Tackle prejudice and promote understanding between people from different backgrounds 

The Equality Act 2010 specifically outlines the need for public sector organisations to take account of people with disabilities in terms of fostering good relations. Compliance with the duty may involve treating some people more favourably than others and this is permitted under the Act.  
It is also essential that the Authority has due regard to the need to eliminate unlawful discrimination against someone because of their marital or civil partnership status. However, the other duties (advancing equality and fostering good relations) are not applicable to this particular protected characteristic. 

Please see the Equality Act 2010 & Public Sector Duties for further information. http://www.equalityhumanrights.com/the-new-public-sector-equality-duty/
----------------------------------------------------------------------------------------------------------------

Section 6

Human Rights Act 1998
There are basic human rights set out in the Human Rights Act, and the County Council strongly supports the importance of valuing human rights. It is important that everyone must have equal access to their human rights. 

It is therefore worthwhile considering valuable to consider whether there are any opportunities to promote or protect any of the relevant human rights in undertaking your EIA: 

· Right to life 

· Abolition of death penalty 

· Protection from torture, inhuman or degrading treatment 

· Protection from slavery and forced labour

· Right to liberty and security 

· Freedom of thought, belief and religion 

· Freedom of expression 

· Freedom of assembly and association 

· Right to marry 

· Right to fair trial 

· No punishment without law 

· Right to respect for private and family life 

· Protection of property 

· Right to education 

----------------------------------------------------------------------------------------------------------------

Section 7

When must EIAs be carried out?
EIAs must be carried out on all new or significantly changed policies, procedures, functions and services as part of their development. 

A timetable is produced annually, that lists all the priority policies, procedures, functions and services across all departments and service areas that require an EIA.  This timetable covers new, planned policies/ services and also ones that are already in place. 
This timetable is available to view at: http://website/equality_impact_assessment_documents.htm
An EIA should be carried out at the earliest possible stage of developing or reviewing a policy, practice, function or service, including:

·    Developing a new policy or service

·    Changing an existing policy moderately or significantly (including where a

      financial proposal or any legislation significantly impacts on service   

      delivery)
·    Undertaking any major service review or change (including reducing or 
      closing a service)
·    Developing a high-level community or organisational policy.

·    EIA’s should be developed as part of the business planning process and    

      reporting should be incorporated within the overall performance              

      management process. 

----------------------------------------------------------------------------------------------------------------
Section 8

Who is responsible for conducting an EIA and who else needs to be involved?
The lead officer responsible for the development/ delivery of the policy should carry out the EIA.  

It is important that everyone nominated to do an EIA undertakes the training which is provided. More information about the training is available at: http://intranet/internal_services/hr/hr_development_homepage/learning_activities/e_d_training_plan.htm
It is recommended that a minimum of three officers are involved in an EIA. These officers should be drawn from different areas of expertise and could also include service users. 
There needs to be a nominated lead person, overseeing the assessment process, but the team should also aim to include: 

· Relevant and appropriate employees- for example, representatives from 
the different working groups 

· Stakeholder involvement- for internal services that may have an impact 
on other services or, where a service is outwardly focussed, service user 
representatives 

· Critical friend- this could be another manager or external representative 
to help provide challenge

· Equalities expertise- this could be someone in your department who sits 
on the Departmental Equalities Group (DEG), Single Equalities Task 
Group, or someone with an interest and some knowledge of this area of 
work

· Information/ monitoring/ performance management expertise- this will 
help when identifying data, identifying gaps in information and 
identification of performance based objectives and targets

· Human resources expertise- particularly in the case of employment 
based policies, services and functions to provide guidance around legal 
employment obligations and procedures.  

The Equality and Diversity Team, located in the Chief Executives Department, can provide advice and support to officers undertaking EIAs. For more information please contact:  

Telephone: 0116 305 5692         

E-mail: equality@leics.gov.uk 

----------------------------------------------------------------------------------------------------------------
Section 9

How should you carry out an EIA?
There are a number of stages to carrying out an equality impact assessment:
Part 1: Assessment of relevance/ Initial Equality Questionnaire 
Part 2: Full EIA report: Gathering of information, research and consultation

Part 3: Analysis of information  
Part 4: Changes, mitigation and performance monitoring 
Each part is described in further detail below. 
Part 1: Assessment of relevance/ Initial Equality Questionnaire 

During the business planning process, each department should consider all new or significantly changed policies, procedures, functions and services as part of their development and ensure that equalities are considered. There also needs to be a clear process for identifying all potential EIAs that need to be completed. For more information view the assessment of relevance guidance.
http://lccedrms4:8087/Intranet%20File%20Plan/Human%20Resources/Equal%20Opportunities/Equalities%20and%20Diversity/eia_assessment_of_relevance.doc 

If the new or significantly changed policies, procedures, functions and services are not identified within the business planning process, then it will be relevant to undertake the Equality Questionnaire which can be found via the following link. 
http://lccedrms4:8087/Intranet%20File%20Plan/Human%20Resources/Equal%20Opportunities/Equalities%20and%20Diversity/equality_questionnaire.doc 
 In this initial stage it is important to consider:

· the aims of the policy, procedure function or service

· who it will benefit 

· if there is the potential to have a negative or adverse impact on how 
Leicestershire County Council complies with its equality, diversity and human 
rights duties with regards to individuals and groups protected by equality 
legislation   

If the policy, procedure, function or service will not have any impact or will have a positive impact on how the authority complies with its duties, you do not need to carry out any further assessment at this stage.

If it is deemed to be relevant and has a high level of proportionality (i.e. certain groups will be affected by it), a full EIA will need to be completed. It is important that the findings from the completed Equality Questionnaire and EIA Report are embedded into the initial drafting or development of the piece of work. 
In this circumstance you will need to proceed to Part 2.
Equalities in procurement
To ensure that equality and diversity is an integral part of the specification of contracts and contract monitoring, specific guidance is available. http://intranet.leics.gov.uk/internal_services/procurement/purchasing_guide/stages_in_the_procurement_process/procurement_considerations/equalities_and_diversity_in_procurement.htm#specs
Part 2: Gathering of information, research and consultation 
If a full EIA is necessary you will need to complete the Equality Impact Assessment Report which can be found via the following link. 
http://lccedrms4:8087/Intranet%20File%20Plan/Human%20Resources/Equal%20Opportunities/Equalities%20and%20Diversity/eia_report.doc  
you will need to find relevant information, research and data to produce an assessment. Similarly, it will be necessary to undertake consultation with potential service users and staff in order to gain current and relevant information to accurately assess the impact of the policy, procedure, function and service in relation to the authorities’ duties.

Some information may be quite accessible and easy to find. If you do not have sufficient information to assess the equality impact of this policy, procedure, function or service then you should consider what steps can be taken to gather the information you need. 

Identifying what data and information is available will be an important part of the assessment. It is likely that there will be gaps; however this need not stop you from continuing with the assessment. An action should be included within the action plan of the completed assessment to collect this data or information and establish monitoring mechanisms as necessary. 

It is important for the EIA team to:

· Decide what data and information is required

· Use quantitative and qualitative data

· Use existing monitoring data
· Use existing customer feedback data 
· Look at compliments, complaints and comments about the function,  

 

policy, procedure or service
· Analyse the levels of take-up- for example- are there specific groups 
that just don’t use the service? Why is this?
· Use the national and local data that exists- the Council’s Research and 
Intelligence Team produces local area profiles and Human Resources 
produce workforce profiles
· Look at the outcomes of existing consultation
· Ensure that there is information which takes all perspectives into 
account  

Other potential sources of information which you can use are:

· Service Take-Up

· Satisfaction Rates (Corporate Exercises)  

· Mystery shopping exercises 

· Access audits

· Demographic data 

· Previous research or consultation 

· Staff feedback 

· Specialist feedback 

· National and local statistics 

· Census data

· Audit or inspection information 

· Media coverage

An Equality Mapping Report has been produced to support the EIA process. The report aims to improve understanding of the issues, priories and needs of local people. The report looks at the ‘protected characteristics’ of age, disability, gender re-assignment, race, religion or belief, sex, sexual orientation and social economic class and uses data to understand the extent and nature of disadvantage. It has been developed around 7 ‘life stages’ to understand the multiple impacts and consequences of inequality.    

http://intranet.leics.gov.uk/us_and_partners/equality_and_diversity/equality_and_diversity_plans__policies_and_guidelines/equalitymapping.htm
If your policy is in relation to employment matters you may need to seek the advice of Human Resources and Legal Services. This guidance and the EIA Toolkit may not be sufficient to address specific employment legislation.
EIAs must be informed by consultation. If you have relevant recent consultation data you can use that. If you do not, you will need to undertake consultation or engagement as part of the assessment. 
Those who are likely to be directly affected by the function, policy, procedure or service need to be consulted, who may include:

· Users and potential users of services from the protected characteristics 
· Appropriate staff 

· Relevant interest groups

This will also enable you to further assess the impact of the policy, proposal, function or service.  

Once you have gathered enough appropriate evidence it will be necessary to proceed to Part 3.

Part 3: Analysis of information 
It is at this stage that you will need to make a decision as to whether the policy, procedure, function, service could potentially discriminate against any protected people as outlined in the Equality Act 2010. You will therefore need to analyse this information in terms of identifying and removing barriers to equal access.
Consider issues such as:

· How can people who are deaf/ disabled or visually impaired find out about 
your service? 

· What about people whose first language is not English. Is information readily 
available in a variety of formats?
· If people need to come to council offices, are these fully accessible?

· How easy is it for a person to make their communication needs understood? 
i.e. via a questionnaire.

· Is there good and accessible transport links to the offices?

· Is there parking for disabled people?

· How do you ensure that an individual preferred method of communication is 
known about and adhered to? What mechanisms can you put in place?

· Is there a quiet area for interviewing people who are deaf/ disabled? Is 
sufficient time allocated?

· Are the needs of young children accompanying a service user 
accommodated? 

· Can an officer attend a user’s home if, for example, a person finds it difficult or 
impossible to come to the offices?

· Have employees received sufficient and appropriate customer care and 
equalities awareness training to be able to deal confidently with a variety of 
potential access needs?

If it is obvious from your findings that the policy will have no impact/ positive impact on how the authority complies with its duties, it will not be necessary to carry out any further assessment at this stage. Record your findings at the end of Part 3 together with the reasons for it and retain a record in your service area. 

If your findings indicate that the policy will have a negative impact on how the authority complies with its duties you must proceed to Part 4. 

Part 4: Changes, mitigation and monitoring 

If your assessment finds that one or more equality strands are disadvantaged, steps will have to be taken to address this. There are four options:
1. Change the proposed policy, procedure function or service

2. Explore options of implementing the proposed policy, procedure, function or 
service

3. Finding alternative means for achieving the aims of the policy, procedure, 
function or service

4. Justify the policy, procedure or service as originally proposed 

If your policy, procedure, function or service has a negative equality impact it is important that you identify what changes or mitigating actions could be taken to prevent the risk of discrimination and give a summary as to what you have acknowledged and how they will reduce or eliminate a negative impact.  

Monitoring and performance managing the EIAs
It is important to include within the Equality Impact Assessment, how you will review the impact of your policy, procedure, function or service after it has been implemented. This will enable the Council to report on how it has taken action in relation to its equality duties. This should include evaluation of the changes or mitigating actions, to measure whether they have their intended effect, and of the outcomes achieved. 

The resulting actions from an EIA need to be included in the relevant service plan and for performance management purposes. 

Equalities Improvement actions are managed as part of the EIA Performance Management Process.
http://lccedrms4:8087/Intranet%20File%20Plan/Human%20Resources/Equal%20Opportunities/Equalities%20and%20Diversity/eia_performance_management_process.doc

----------------------------------------------------------------------------------------------------------------
Section 10

Who needs to see and sign off the EIA?

Once completed, your EIA will need to go to your Departmental Equalities Group (DEG) for consideration before going to your Departmental Management Team for final sign off prior to being published. 

----------------------------------------------------------------------------------------------------------------
Section 11

Publishing your EIA
Equality Questionnaires and EIAs will be made widely available and published on the Council’s website and intranet. 

Send your completed EIA to Louisa.jordan@leics.gov.uk to be published. 

The Equalities Task Group will, as part of its work programme, quality assure a random selection of completed EIAs.
 ----------------------------------------------------------------------------------------------------------------
Section 12

What is the end result?
The ultimate aim of an EIA is to improve what we do. 

The results will provide a baseline from which we can monitor our work on equalities.

It may also help to identify areas where improved relations with equality groups can be achieved.

The Council has a specific duty to publish the results of the assessments and these will be reported through an annual equality progress report and copies of full EIAs will need to be made available as discussed in Section 10. 

The results will also be discussed by the Equalities Board and shared across services to disseminate best practice. 

----------------------------------------------------------------------------------------------------------------
Section 13

What if we need to develop more effective equality monitoring processes?
Equality monitoring is:

·  A process that is used to collect, store and analyse data about the age, disability, gender reassignment, race, religion or belief, sex, sexual orientation of service users or potential service users, employees or potential employees

· A basis for setting objectives and targets by providing a baseline on which to 

measure change.

It can tell us which groups are using our services and how satisfied they are with them. This data can then be used to:

· Highlight possible inequalities

· Investigate their underlying causes; and remove any unfairness or 
disadvantage. 

The Equality Monitoring Policy, which provides guidance on what and when to monitor, is available via the following link. 
http://intranet.leics.gov.uk/us_and_partners/equality_and_diversity/equality_and_diversity_plans__policies_and_guidelines/equality_monitoring_guidance.htm ) 
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