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Description automatically generated]          	Equality Assessment form    

	Faculty/Professional Services Division/Division
	     

	Name of area where change is taking place
	     

	Equality Analysis completed by:

	Name(s) and job title(s)
	     

	Date of Equality Analysis
	     



For Equality Analysis guidance :  https://www.exeter.ac.uk/staff/equality/equalityimpactanalysis/
and the Equality Analysis FAQ at www.exeter.ac.uk/staff/equality/equalityanalysis/faq. 

SECTION A
To be completed by Senior Manager/HR Representative supporting the review/drafting UEB and Consultation Papers.

1. Who does the proposals for change affect?
	Please complete the People Impact Table and ensure all staff affected are included to enable you to determine to undertake further analysis with regards to equalities (via Trent). Insert a summary of the People Impact details within, or, attached to this Equality Analysis Form. 



2. Review the People Impact against the characteristics below and indicate if any equality factors based on protected characteristics have been identified and how the impact will be considered as part of the review:
	Protected characteristic
	Have you considered the high level implications on the following protected characteristics?
Yes/No 

	Please list any positive/negative/ neutral/unclear impacts identified against each characteristic or N/A.  (see definitions below)


	How will this be considered/mitigated within the proposed changes if negative?

	Age
	
	
	

	Disability
	
	
	

	Gender reassignment
	
	
	

	Marriage and civil partnership
	
	
	

	Pregnancy and maternity (see guidance below)
	
	
	

	Race
	
	
	

	Religion or belief
	
	
	

	Sex
	
	
	

	Sexual Orientation
	
	
	



A potential impact is an effect which could happen as a consequence, indirectly or as an unintended outcome, of the policy; an actual impact is an effect which is highly likely to occur as a result of the policy, or an effect which the policy specifically aims to create.
Protected characteristics are as identified by the Equality Act 2010.
A positive impact is one in which a person or people will experience an advantage or benefit, this includes positive action to overcome a disadvantage, meet needs or encourage participation (e.g. a service sets up a disability service user forum to help design and plan service provision so that disabled people’s needs are taken into account).
A negative impact is one in which a person or people will experience a disadvantage (e.g. a wheelchair user can’t get into the building to access the service).
A neutral impact is one where there is no disadvantage; experience will be the same for everyone (e.g. everyone can access the service including disabled people).
An unclear impact can be selected if you are unsure what the impact may be, or if there could be a mixture of impacts (e.g. a policy might have a positive impact for a protected characteristic in one way, but also could possibly have a negative impact for that protected characteristic in another way).

Note: Special Provisions for staff on maternity, adoption, parental and shared parental leave

Special provisions apply under Regulation 10 of the Maternity & Parental Leave Regulations 1999, Regulation 23 of the Adoption Leave and Paternity Leave Regulations 2002 and Regulation 39 of the Shared Parental Leave Regulations 2014. Whilst these staff can be part of any “ring-fencing” or “pooling” processes, if they are displaced/selected for redundancy and there are alternative jobs available they must be offered a suitable vacancy before any other employee. 
Staff on maternity, parental leave, adoption leave and paternity leave will therefore be considered as follows:
· If in a situation where role does not change, but fewer jobs are required then they are considered alongside other staff in the “ring-fence”/”pool” and should be part of the same selection processes but if provisionally selected for redundancy, have priority over suitable alternative roles 
· If in a situation where the current roles are changing and staff are applying for new roles (suitable alternative employment), then these staff have higher priority before any further selection processes are applied to those left in the “ring-fence” or “pool”.
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