2. Change Equality Impact Assessment

The Change Equality Impact Assessment Flow-Chart

•Consider your existing staff profile data and what effect the proposed change
could have on workforce composition.
•Does your current data show different success rates for different groups of
people? For example do certain jobs attract/retain staff of a similar
background?
•As well as staff, consider what impact the proposals will have on students,
visitors, alumni, and the wider community (e.g. impact on outreach activities)
etc. For example, could the proposals impact on services to disabled students?
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•How could the change impact positively on equality? Can any aspects of the
proposal contribute to this?
•Could the proposed change cause barriers for anyone with protected
characteristics? How?
•Where job redesign is a possibility, could certain jobs be made more accessible
to a wider group of applicants?
•Is there anyone with different needs in relation to the proposed change or its
implementation? What are they?

•If the change could have a positive impact on specific groups, take steps to
ensure these are promoted through the change process. Consider marketing,
communications, training, job design, etc.
•Consider what action you should take in relation to any areas of potential
adverse impact, taking advice from the Department of Human Resources. If
redundancies are a possibility consider the criteria to use, e.g. ensure they don’t
favour older or younger people, etc.
•How will you monitor and review the impact of the change on specific groups,
during and after the change?
•Will you need to make changes to existing equality and diversity faculty plans?
•What practical measures will be put in place to meet any specific needs of staff,
e.g. accessibility of any meeting arrangements, communicating and consulting
with staff on maternity/sick leave etc, offering written communications in
different formats, reasonable adjustments for redeployed staff with disabilities
etc.
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NB Remember to incorporate any actions identified into your overall Action Plan.

Change Equality Impact Assessment Examples
Restructuring EIA Example: An EIA undertaken at the proposal stage identified that a
restructure might have a negative impact on women and on black and older staff: redundancies
were anticipated, so fewer jobs would be available, particularly at senior management level; and
many older staff who had been in post for a number of years had no recent experience of job
applications and interview.
Actions taken included: a programme of support made available to all staff, focusing on briefings
about the assessment centre process, as well as job application and interview techniques,
careers advice help with writing CVs.
A post-restructure review revealed: an increase in black senior managers; no negative impact on
women or disabled staff; and a more equal balance between women and men among
administrative staff. The EIA process also improved management understanding of the
workforce and further regular monitoring is now in place.
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