
 



1. Introduction 
 
1.1 Purpose of Equality Analysis 
 
The council has an important role in creating a fair society through the services we provide, the people we employ and the money we spend. Equality is 
integral to everything the council does.  We are committed to making Croydon a stronger, fairer borough where no community or individual is held back. 
 
Undertaking an Equality Analysis helps to determine whether a proposed change will have a positive, negative, or no impact on groups that share a protected 
characteristic.  Conclusions drawn from Equality Analyses helps us to better understand the needs of all our communities, enable us to target services and 
budgets more effectively and also helps us to comply with the Equality Act 2010.   
 
An equality analysis must be completed as early as possible during the planning stages of any proposed change to ensure information gained from the 
process is incorporated in any decisions made.  
 
In practice, the term ‘proposed change’ broadly covers the following:-  

• Policies, strategies and plans; 
• Projects and programmes; 
• Commissioning (including re-commissioning and de-commissioning); 
• Service review; 
• Budget allocation/analysis; 
• Staff restructures (including outsourcing); 
• Business transformation programmes; 
• Organisational change programmes; 
• Processes (for example thresholds, eligibility, entitlements, and access criteria. 
 
 
 
 
 
 
  



2. Proposed change 
 
Directorate Assistant Chief Executive  
Title of proposed change Equality Annual Report 2023 and Updated Croydon Equality 

Strategy 2023-27 
 

Name of Officer carrying out Equality Analysis Denise McCausland  
 
2.1 Purpose of proposed change (see 1.1 above for examples of proposed changes) 
 
Briefly summarise the proposed change and why it is being considered/anticipated outcomes.  What is meant to achieve and how is it seeking to achieve 
this? Please also state if it is an amendment to an existing arrangement or a new proposal. 
 
1.1 This Equality Strategy refresh seeks to build on the foundations of the 2020-2024 Strategy, reflect the results of those changes and embed 

the initiatives the Council has introduced since 2021. For example, the adoption of the George Floyd Race Matters Pledge and the Croydon 
Equality Pledge has introduced new areas of focus for our equalities work; a new People and Cultural Transformation Strategy has been 
agreed, including a pillar of work focused on “building an equality driven, diverse and inclusive workplace;” and the Council has also 
participated as a pilot organisation on the Chief Executives London Committee (CELC) Tackling Racial Inequality Programme. Each of 
these initiatives and others have been incorporated in the refreshed Strategy, which has also been aligned with the Mayor’s Business Plan, 
adopted by Council in 2022. 

 
1.2 The four outcomes of the original strategy have been reduced to three and the objectives redistributed between the remaining outcomes. 

It is the actions, performance measures and narrative that have been updated. In addition, there are slight amendments to Outcome 3 
(formerly Outcome 4) to better reflect the Council’s responsibilities for health and social care, and two additional objectives under Outcome 
1, to deepen accountability and effect systemic change within the authority, and to become an anti-racist organisation. 
 

1.3 The original Strategy was based on 2011 Census data as this was the latest available at the time of adoption. The refresh uses data from 
the 2021 Census, giving a more accurate picture of the challenges in Croydon. 

 
1.4 The Equality Annual Report enclosed in the cabinet report sets out a summary of progress made against each outcome in the current 

Strategy as well as key challenges facing the organisation.    
 
The refreshed Equality Strategy will provide a framework for the Council to take positive action for all underrepresented characteristics 
both as an employer and a community leader, leading to equality of opportunity both in the organisaton and the borough alike.  The 



Strategy sets out clear actions the Council take over the period to 2027. The Annual report details the actions undertaken to enhance 
equality in the borough in the year 2022-23.  

 
 
3. Impact of the proposed change 
 
Important Note: It is necessary to determine how each of the protected groups could be impacted by the proposed change. Who benefits and how (and who, 
therefore doesn’t and why?) Summarise any positive impacts or benefits, any negative impacts and any neutral impacts and the evidence you have taken into 
account to reach this conclusion.  Be aware that there may be positive, negative and neutral impacts within each characteristic.   
Where an impact is unknown, state so.  If there is insufficient information or evidence to reach a decision you will need to gather appropriate quantitative and 
qualitative information from a range of sources e.g. Croydon Observatory a useful source of information such as Borough Strategies and Plans, Borough and 
Ward Profiles, Joint Strategic Health Needs Assessments  http://www.croydonobservatory.org/  Other sources include performance monitoring reports, 
complaints, survey data, audit reports, inspection reports, national research and feedback gained through engagement with service users, voluntary and 
community organisations and contractors. 
 
3.1 Deciding whether the potential impact is positive or negative       
 
Table 1 – Positive/Negative impact 
For each protected characteristic group show whether the impact of the proposed change on service users and/or staff is positive or negative by briefly 
outlining the nature of the impact in the appropriate column. If it is decided that analysis is not relevant to some groups, this should be recorded and 
explained.  In all circumstances you should list the source of the evidence used to make this judgement where possible.  
 

Protected 
characteristic group(s) 

 

Positive impact Negative impact Source of evidence 

Age The Equality Strategy will have a 
positive impact on age. The council 
has an older workforce and needs 
to attract younger employees.  Work 
is currently being undertaken on the 
People Strategy which is intended  
to increase underrepresented young 
people who only make up 2% of the 
workforce at aged 24 and under. 
 
A new young professional Staff 
Network Group to listen to the views 
and recommendations from younger 
staff was established during 2022.  

 According to the 2021 census, the split of ages across 
all wards in Croydon are somewhat comparable with 
each other. An outlier to note is Fairfield has a 
considerably lower average age that the reset of the 
borough’s wards.  

http://www.croydonobservatory.org/


Diverse interview panels where 
possible will include younger panel 
members.  
 
The Council will develop a youth 
safety plan with partners and young 
people to reduce serious youth 
violence and exploitation. 
 
In partnership with the health 
service, work with education and 
training settings to listen to the 
voice of children and young people 
on their mental wellbeing, the 
availability of pastoral and 
therapeutic support in schools, and 
their links to support networks 
outside schools.    
 
Working with the South London 
Partnership, we will use the Work 
and Health Programme to ensure 
that residents with disabilities, care 
leavers and those further away from 
the job market receive targeted 
personalized support into 
employment.  
 
The requirements that recruitment 
panels are diverse is applicable to 
this and other characteristics, the 
impact of which will be monitored by 
the EDI Board.    
 

 

 
 
The average age by ward is shown below, again noting 
Fairfield has the lowest average age. 
 



 
 
Earnings by age 
Whilst it is difficult to obtain data on Croydon specifically 
there are datasets available from the ONS which review 
earnings by age at a higher level.   
From the below it is shown that in London and in the 
South East in full-time employment lower income ages 
are 18 to 29.  
 
 
 



 
Disability  The council is seeking to explore 

the impact of ableism on disabled 
staff, in particular regarding the 
psychological impact of disability in 
the workplace and the 
arrangements for reasonable 
adjustments for disabled staff,  
Work is also taking place to 
understand neurodiversity and the 
impact of hybrid working on non-
neurotypical staff.  
 
The refreshed Equality Strategy and 
the recently agreed People and 
Culture strategy, which is 
incorporated into the Equality 

 The pay gap in relation to disability in 2022 was -1.2% 
in terms of mean pay and 0.0% in terms of median pay. 
 
Non-disclosure- prefer not to say 1.41%  
Not specified – 21.82 
  
 
The employment of disabled people 2021 - 
GOV.UK (www.gov.uk) 
 
 
The ONS Census 2021 states that 14.8% of Croydon 
residents are disabled, a population of 390k would put 
the disabled population at approximately 58k.  

https://www.gov.uk/government/statistics/the-employment-of-disabled-people-2021/the-employment-of-disabled-people-2021#:~:text=Employment%20rates%20for%20disabled%20people,where%20they%20start%20to%20decrease.
https://www.gov.uk/government/statistics/the-employment-of-disabled-people-2021/the-employment-of-disabled-people-2021#:~:text=Employment%20rates%20for%20disabled%20people,where%20they%20start%20to%20decrease.


Strategy, will establish Positive 
Action training for underrepresented 
groups.     The strategy aims to 
improve the lived experience of 
disabled staff in the workplace. This 
includes ensuring that reasonable 
adjustments are in place for staff 
and that there is a reduction in the 
number of disability employment 
tribunal cases.   
 
Working with the South London 
Partnership, we will use the Work 
and Health Programme to ensure 
that residents with disabilities, care 
leavers and those further away from 
the job market receive targeted 
personalized support into 
employment.  
 
The requirements that recruitment 
panels are diverse is applicable to 
this and other characteristics, the 
impact of which will be monitored by 
the EDI Board.    
 
Like other minorized groups, it is 
intended that Disabled groups are 
fully engaged in the Borough of 
Culture events.  
 
Although 12% of staff within tier 1-3 
have disclosed a disability, this 
figure is still lower than the resident 
population. 
 
As of 2021 disability pay gaps for 
mean and median calculations are 
very low with no pay gap reported for 
the median calculation.  
 

 
 
From the chart above it can be seen that having a 
disability is more likely to mean a lower hourly wage.  
 
However, that is not the case for all disabilities, in fact 
some disabled categories in 2021 were earning a 
higher median hourly wage than non-disabled workers 
 



 
 
  

Sex  The Women’s Staff Network group 
is thriving and has arranged several 
whole work force learning events. 
A menopause group has also been 
established and events are open for 
staff of both sexes.  
 
As set out in the Annual report, 
during 2022 a Men’s health event 
took place which specifically 
focused on men’s mental health and 
was supported by senior officers. 
Ap 
 
The refreshed Equality Strategy and 
the recently agreed People and 
Culture strategy, which is 
incorporated into the Equality 
Strategy, will establish Positive 
Action training for underrepresented 

 Council 
Corporately, 67.73% of staff are female and 32.27% 
are male. 
 
The Council has closed the pay gap in relation to 
gender. In 2022/23 the Council had zero gender pay 
gap. 
 
Croydon borough 
 
Croydon is split 52% female and 48% male according 
to the ONS Census from 2021.  
 
As shown below, broken down by ward, every ward in 
Croydon has a higher population of females than males 
with exception to Fairfield. 
 



groups.      
 
It also important to look at be mind 
full of issues around intersectionality 
where there are employees affected 
by changes in relation to both sex 
and age and sex and race.  
 
The requirements that recruitment 
panels are diverse is applicable to 
this and other characteristics, the 
impact of which will be monitored by 
the EDI Board.    
 
The Council plans to develop a 
three-year partnership plan to tackle 
violence against women and girls.   
 
The 2021 and 2022 gender pay gap 
figures were calculated as 0% for the 
as both mean and median figures.  
 
 
 

 
 
 
This first metric and chart shows that males are 
earning 14.9% more income for the same employment 
as women. When looked at by age it is clear to see that 
females under 30 are paid closer to 4% less than 
males and females over 40 are paid close to 20% less 
than males. Based on this is it could be said that 
employed males over 40 are likely to be earning more 
than females.  
 



 
 
The ONS data does go on to confirm that there are 
certain occupations such as medical secretaries, 
information technology trainer, chartered surveyors and 
dancers or choreographers which are paid at a higher 
rate to females to males.  
 
 
 
 
 
 
 
 
 



Gender Reassignment  Disclosure rates for this minoritized 
group have increased.  
 
The LGBT+ group are represented 
at the EDI Internal Control Board.  
 
An LGBT+ Needs Assessment 
group has been formed by Public 
Health and works with statutory and 
voluntary partners in the borough to 
improve the lived experience of 
LGBT+ community in the 
organisation and the borough.   
 
Having diverse recruitment panels 
will also have an impact on this 
protected characteristic and is 
included in the refreshed Equality 
Strategy. 
 
LGBT+ community have been 
engaged in the Borough of Culture.  
 
 

 Workforce data:  
 
Non-disclosure- prefer not to say 0.97 % 
Not specified – 39.8%   
 
From that data 0.89% of Croydon residents identify as 
a gender different from sex registered at birth.  
 
 
With higher populations in Central Croydon and North 
Croydon, area to note are Broad Green & Waddon 
(1.86%), Purely North (1.56%), Selhurst South & West 
Croydon (1.49%) and Thornton Heath North West 
(1.48%). 
 
This can be seen from the map shown below. 
 
 

 
 
 
 



Marriage or Civil 
Partnership  

There is no impact on this 
characteristic.   

  
From the below it can be seen that the majority of 
Croydon residents are married, in civil partnerships or 
co-habiting.  
 

 
 
 
Broken into wards and excluding those that answered 
the census “do not apply”, it can be seen that there are 
high rates of single living arrangements in Fairfield, 
Thornton Heath, Selhurst and New Addington  
 



 
 
Data from Council Tax EQIA  
A “male-female” household would have equal income 
opportunity to other “male-female” households. “Male-
male” households would have higher income 
opportunity than “male-female” and “female-female” 
households.  
 



 
 
 
Breaking this down to borough wards the areas of high 
singles without children, are Fairfield, Selhurst and 
South Norwood.  
 
 
 
 
 
 
 
 
 
 



Religion or belief  Over the past year the Christian 
staff network has become firmly 
established in the organisation and 
has joined the EDI Internal Control 
Board and has a voice at monthly 
meetings.  
  
The group has arranged a number 
of events such as the Christmas 
carol service which have been well 
attended.  
 
Members of other faith groups will 
be encouraged to establish their 
own Networks if they feel the need 
for them. 
 
We will use the International 
Holocaust Remembrance Alliance 
(IHRA), definition of anti-Semitism 
and All-Party Parliamentary Group 
on British Muslims definition of 
Islamophobia as adopted by full 
Council. Some of these minoritized 
groups have also been racialized. 
 
Faith groups have been engaged in 
the Borough of Culture events.  
 
 

 Non-disclosure- prefer not to say 7.83%  
Not specified – 39.8%  
 
29% of Croydon residents have declared they are not 
religious. Compared with 71% (259k) of residents 
stating they do hold a religious belief. The chart below 
shows that breakdown and what religion or belief those 
that answered follow.  
 

 
 
Breaking this down to specific religions followed in 
each ward, as the chart above would indicate there is a 
strong Christian presence in every ward with significant 
Muslim and Hindu populations in most. 
 



 
 
 

Race  
In February 2023, the Council 
agreed to be a pilot organisation in 
the Chief Executive of London 
Council’s (CELC) Tackling Racial 
Injustice (TRI) programme.  

 
As part of the Programme each 
council is requested to adopt the 
London Council’s anti racist 
statement. The programme of work 
includes seven workstreams, one of 
which is community engagement. 
Adoption of this as part of the 

  
December 2022 - GLA YouGov Cost of living poll 
results.pdf (airdrive-secure.s3-eu-west-
1.amazonaws.com) 
 
The mean ethnicity pay gap figure has risen by 0.7% 
from 2021 -22. 2021 (9.6% mean; 6.8% median) 
 
Non-disclosure- prefer not to say 1.45%  
Not specified – 19.71 
 
The latest data from the ONS reveals that the group 
with the highest number of residents is White, which 

https://airdrive-secure.s3-eu-west-1.amazonaws.com/london/dataset/gla-poll-results-cost-of-living-2022/2023-01-06T18%3A04%3A28/December%202022%20-%20GLA%20YouGov%20Cost%20of%20living%20poll%20results.pdf?X-Amz-Algorithm=AWS4-HMAC-SHA256&X-Amz-Credential=AKIAJJDIMAIVZJDICKHA%2F20230124%2Feu-west-1%2Fs3%2Faws4_request&X-Amz-Date=20230124T164505Z&X-Amz-Expires=300&X-Amz-Signature=b5cfa84f6e8d9ff2f439ce0383a643637e3b81797b6c889dd2b2b7bde440f25d&X-Amz-SignedHeaders=host
https://airdrive-secure.s3-eu-west-1.amazonaws.com/london/dataset/gla-poll-results-cost-of-living-2022/2023-01-06T18%3A04%3A28/December%202022%20-%20GLA%20YouGov%20Cost%20of%20living%20poll%20results.pdf?X-Amz-Algorithm=AWS4-HMAC-SHA256&X-Amz-Credential=AKIAJJDIMAIVZJDICKHA%2F20230124%2Feu-west-1%2Fs3%2Faws4_request&X-Amz-Date=20230124T164505Z&X-Amz-Expires=300&X-Amz-Signature=b5cfa84f6e8d9ff2f439ce0383a643637e3b81797b6c889dd2b2b7bde440f25d&X-Amz-SignedHeaders=host
https://airdrive-secure.s3-eu-west-1.amazonaws.com/london/dataset/gla-poll-results-cost-of-living-2022/2023-01-06T18%3A04%3A28/December%202022%20-%20GLA%20YouGov%20Cost%20of%20living%20poll%20results.pdf?X-Amz-Algorithm=AWS4-HMAC-SHA256&X-Amz-Credential=AKIAJJDIMAIVZJDICKHA%2F20230124%2Feu-west-1%2Fs3%2Faws4_request&X-Amz-Date=20230124T164505Z&X-Amz-Expires=300&X-Amz-Signature=b5cfa84f6e8d9ff2f439ce0383a643637e3b81797b6c889dd2b2b7bde440f25d&X-Amz-SignedHeaders=host


Strategy will build on the Council’s 
already clear commitment to anti-
racism. 
 
The refreshed Equality Strategy and 
the recently agreed People and 
Culture strategy, which is 
incorporated into the Equality 
Strategy, will establish Positive 
Action training for underrepresented 
groups. The People Strategy will 
also support the aims of the council 
to work towards becoming an anti-
racist organisation by providing 
training and support to staff.  
 
We no longer use the term BAME to 
describe ethnic groups.  
We use the terms Global Majority, 
racialised groups and minorized 
groups.  
   
THE Global Majority and other 
racialized groups have been fully 
included in the Borough of Culture 
celebrations. 
  
As set out in the Annual Report, 
CMT have committed to improve the 
lived experience of the Global 
Majority and other racialized groups 
as part of The Big Promise as part 
of Race Equality Week 2023.  
 
We have committed to a mentoring 
programme for Global Majority 
employees to reduce under-
representation of staff at grade 15 
and above.   
 

contains a few different groups as detailed in the chart 
below.  
 

 
 
To determine if this is a representative picture of all 
areas of Croydon this data has also been reviewed at a 
ward level as well. This is shown in the chart below.  
 



We will review our corporate 
approach to community 
engagement to ensure that it is 
effective in reaching all communities 
including minoritized groups, and 
promotes a culture of sustained and 
equitable engagement and 
participation within all areas of the 
organization. 
 
The Global Majority have been 
included in the Borough of Culture 
events.    

 
 
The below shows the ONS 2019 annual population 
survey which highlights that many ethnicities, when 
compared to the White British population are earning 
less at the same job. There are some ethnicities where 
earnings are higher than that of the White British 
counterpart.  
 



 
 
However, the pay quartiles show that (typically) White 
employees occupy a higher proportion of the upper pay 
quartiles compared to their representation in the 
workforce, and Global Majority and other racialised 
employees occupy a lower proportion of upper pay 
quartiles compared to their representation in the 
workforce. 
 
There is under-representation of Global Majority and 
other racialized staff at grade 15 and above.  
 
 
 



Sexual Orientation  The LGBT+ group are represented 
at the EDI Internal Control Board.  
An LGBT+ Needs Assessment 
group has been formed by Public 
Health and works with statutory and 
voluntary partners in the borough to 
improve the lived experience of 
LGBT+ community in the 
organisation and the borough.   
 
LGBT+ groups have been fully 
included in the Borough of Culture 
celebrations.   
 
The People and Culture strategy will 
establish Positive Action training for 
minoritized groups.    
 
   

 Non-disclosure- prefer not to say 9.05%  
Not specified – 22.67%  
 
There are individual companies and organisation that 
have made assessments of their businesses and 
published their findings. 
 
For example, nationally PwC noted a 20.4% gap in 
their annual report. 
Annual Report 2022 - Inclusion and diversity - PwC 
UK 
 
There are other reports that have been published 
globally and in the UK that support this picture that gay, 
lesbian and bi-sexual workers are earning less than 
their straight counterparts.  
 
The ONS Census from 2021 is the available data for 
Croydon on sexual orientation.  
 
From this data a summary of Croydon is as follows: 
 

 
Pregnancy or Maternity  The council continues to review its 

policies to ensure that thy are 
supportive and include adjustments 
for pregnancy and maternity.  

 The council does not have a way of identifying, or 
sizing, the number of residents that are pregnant or on 
maternity. 
 

 
Important note: You must act to eliminate any potential negative impact which, if it occurred would breach the Equality Act 2010.  In some situations this 
could mean abandoning your proposed change as you may not be able to take action to mitigate all negative impacts.  
 
When you act to reduce any negative impact or maximise any positive impact, you must ensure that this does not create a negative impact on service users 
and/or staff belonging to groups that share protected characteristics.  Please use table 4 to record actions that will be taken to remove or minimise 
any potential negative impact  

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                               

https://www.pwc.co.uk/who-we-are/annual-report/people-2022/diversity-data.html
https://www.pwc.co.uk/who-we-are/annual-report/people-2022/diversity-data.html


3.2 Additional information needed to determine impact of proposed change   
 
Table 2 – Additional information needed to determine impact of proposed change 
If you need to undertake further research and data gathering to help determine the likely impact of the proposed change, outline the information needed in 
this table.  Please use the table below to describe any consultation with stakeholders and summarise how it has influenced the proposed change. Please 
attach evidence or provide link to appropriate data or reports: 

Additional information needed and or Consultation Findings Information source Date for completion 
   
   

For guidance and support with consultation and engagement visit https://intranet.croydon.gov.uk/working-croydon/communications/consultation-and-
engagement/starting-engagement-or-consultation  
 
3.3 Impact scores 
 
Example  
If we are going to reduce parking provision in a particular location, officers will need to assess the equality impact as follows; 
 

1. Determine the Likelihood of impact.  You can do this by using the key in table  5 as a guide, for the purpose of this example, the likelihood of impact 
score is 2 (likely to impact) 

2. Determine the Severity of impact.  You can do this by using the key in table 5 as a guide, for the purpose of this example, the Severity of impact score 
is also 2 (likely to impact ) 

3. Calculate the equality impact score using table 4 below and the formula Likelihood x Severity and record it in table 5, for the purpose of this example 
- Likelihood (2) x Severity (2) = 4  

 
Table 4 – Equality Impact Score

Key 
Risk Index Risk Magnitude 

6 – 9 High 
3 – 5 Medium  
1 – 3 Low 
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https://intranet.croydon.gov.uk/working-croydon/communications/consultation-and-engagement/starting-engagement-or-consultation
https://intranet.croydon.gov.uk/working-croydon/communications/consultation-and-engagement/starting-engagement-or-consultation
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Table 3 – Impact scores 
Column 1 

 
PROTECTED GROUP 

Column 2 
 

LIKELIHOOD OF IMPACT SCORE 
 

Use the key below to score the 
likelihood of the proposed change 
impacting each of the protected groups, 
by inserting either 1, 2, or 3 against 
each protected group. 
 
1 = Unlikely to impact 
2 = Likely to impact 
3 = Certain to impact 

Column 3 
 

SEVERITY OF IMPACT SCORE 
 

Use the key below to score the 
severity of impact of the proposed 
change on each of the protected 
groups, by inserting either 1, 2, or 3 
against each protected group. 
 
1 = Unlikely to impact 
2 = Likely to impact 
3 = Certain to impact 
 

Column 4 
 

EQUALITY IMPACT SCORE 
 

Calculate the equality impact score 
for each protected group by multiplying 
scores in column 2 by scores in column 
3. Enter the results below against each 
protected group. 

 
Equality impact score = likelihood of 
impact score x severity of impact 
score. 

Age  3 1 3 
Disability 3 1 3 
Gender 3 1 3 
Gender reassignment 3 1 3 
Marriage / Civil Partnership 3 1 3 
Race  3 1 3 
Religion or belief 3 1 3 
Sexual Orientation 3 1 3 
Pregnancy or Maternity 2 1 2 
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4.  Statutory duties 
 
4.1 Public Sector Duties 
Tick the relevant box(es) to indicate whether the proposed change will adversely impact the Council’s ability to meet any of the Public Sector Duties in the 
Equality Act 2010 set out below.   
 
Advancing equality of opportunity between people who belong to protected groups  
 
Eliminating unlawful discrimination, harassment and victimisation 
 
Fostering good relations between people who belong to protected characteristic groups 
 
Important note: If the proposed change adversely impacts the Council’s ability to meet any of the Public Sector Duties set out above, mitigating actions must 
be outlined in the Action Plan in section 5 below. 

 
5. Action Plan to mitigate negative impacts of proposed change 
Important note: Describe what alternatives have been considered and/or what actions will be taken to remove or minimise any potential negative impact 
identified in Table 1.  Attach evidence or provide link to appropriate data, reports, etc: 
 
Table 4 – Action Plan to mitigate negative impacts 
Complete this table to show any negative impacts identified for service users and/or staff from protected groups, and planned actions mitigate them. 
Protected characteristic Negative impact Mitigating action(s) Action owner Date for completion 
Disability       
Race     
Sex (gender)     
Gender reassignment     
Sexual orientation     
Age     
Religion or belief     
Pregnancy or maternity     
Marriage/civil partnership     

x
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6.  Decision on the proposed change 
 
 
Based on the information outlined in this Equality Analysis enter X in column 3 (Conclusion) alongside the relevant statement to show your conclusion. 

Decision Definition Conclusion -  
Mark ‘X’ 
below  

No major 
change  

Our analysis demonstrates that the policy is robust. The evidence shows no potential for discrimination and we have taken 
all opportunities to advance equality and foster good relations, subject to continuing monitoring and review. If you reach 
this conclusion, state your reasons and briefly outline the evidence used to support your decision. 
 
The Equality Strategy 2023-2027 has a positive impact on all protected characteristics and supports the Council in meeting 
the requirements of the Public sector Equality Duty, going beyond this duty towards best practice and cultural 
transformation.    

X 

Adjust the 
proposed 
change  

We will take steps to lessen the impact of the proposed change should it adversely impact the Council’s ability to meet any 
of the Public Sector Duties set out under section 4 above, remove barriers or better promote equality.   We are going to 
take action to ensure these opportunities are realised. If you reach this conclusion, you must outline the actions you 
will take in Action Plan in section 5 of the Equality Analysis form 
 

 

Continue the 
proposed 
change  

We will adopt or continue with the change, despite potential for adverse impact or opportunities to lessen the impact of 
discrimination, harassment or victimisation and better advance equality and foster good relations between groups through 
the change.  However, we are not planning to implement them as we are satisfied that our project will not lead to unlawful 
discrimination and there are justifiable reasons to continue as planned.  If you reach this conclusion, you should clearly 
set out the justifications for doing this and it must be in line with the duty to have due regard and how you 
reached this decision. 
 

 

Stop or 
amend the 
proposed 
change 

Our change would have adverse effects on one or more protected groups that are not justified and cannot be mitigated.  
Our proposed change must be stopped or amended.  
 
 

 

Will this decision be considered at a scheduled meeting? e.g. Contracts and 
Commissioning Board (CCB) / Cabinet  

Meeting title: 
Date: 
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7. Sign-Off 
 
 
Officers that must 
approve this decision 

 

Equalities Lead Name:    Denise McCausland                                                   Date: 16 August 2023 
 
Position: Equality Programme Manager  
 

Director  Name:  David Courcoux                                                                                       Date: 17/08/23 
 
Position: Director - Policy, Programmes and Performance 

 


