
The Public Sector Equality Duty (PSED) and protected characteristics are detailed at the end of this form.                                                                              
Refer to the EqIA Guidance Document for more Information on how to complete this form.                                                                      

Title of Policy, Procedure, or Relevant Practice: Lead Officer:

Type of Policy, Procedure, or Relevant Practice:
New:               Existing/Reviewed/Revised:

Date of Assessment:

Step 1: Outcomes and Potential Impacts

What are the intended consequences (outcomes) of the policy, procedure or practice? 

Equality Impact Assessment (EqIA) Revised Form 2019



Step 2: Consideration of Evidence and Information

2A. What information do you plan to use as the basis of this EQIA?  
(What information is available and if information is lacking, how will you address this shortfall?)
 

2B. Please indicate potential positive, neutral and negative impacts in relation to each protected characteristic.

(What does the information indicate about potential positive, neutral and negative impacts on people who share protected characteristics? Are the needs of people with different 
characteristics met? Does the policy, procedure, or practice affect some groups differently?)

Protected 
Characteristic

Check the relevant box and provide an explanation for each option chosen, with reference to evidence, or information.
Note: in some cases, impacts can be both positive and negative. 

Age Positive Neutral Negative



Disability Positive Neutral Negative

Gender 
Reassignment Positive Neutral Negative

2B. cont’d - Please indicate potential positive, neutral and negative impacts in relation to each protected characteristic.

Protected 
Characteristic

Check the relevant box and provide an explanation for each option chosen, with reference to evidence, or information.
Note: in some cases, impacts can be both positive and negative. 



Marriage  
& Civil 
Partnership

Positive Neutral Negative

Pregnancy  
& Maternity Positive Neutral Negative

2B. cont’d - Please indicate potential positive, neutral and negative impacts in relation to each protected characteristic.

Protected 
Characteristic

Check the relevant box and provide an explanation for each option chosen, with reference to evidence, or information.
Note: in some cases, impacts can be both positive and negative. 



Race Positive Neutral Negative

Religion 
or Belief Positive Neutral Negative

2B. cont’d - Please indicate potential positive, neutral and negative impacts in relation to each protected characteristic.

Protected 
Characteristic

Check the relevant box and provide an explanation for each option chosen, with reference to evidence, or information.
Note: in some cases, impacts can be both positive and negative. 



Sex Positive Neutral Negative

Sexual 
Orientation Positive Neutral Negative

2B. cont’d - Please indicate potential positive, neutral and negative impacts in relation to each protected characteristic.

Protected 
Characteristic

Check the relevant box and provide an explanation for each option chosen, with reference to evidence, or information.
Note: in some cases, impacts can be both positive and negative. 



Step 3: Consider Alternatives and Mitigation

3A. Are you able to reduce any potential negative impacts identified above?

Yes:               No: 
    For 3B and 3C, please detail relevant protected characteristics and refer to evidence/information. 
    Note: In some cases, both “yes” and “no” may be suitable responses.              

3B. If “Yes”, what arrangements could be implemented to reduce any potential negative impacts identified above?

3C. If “No”, it may be appropriate if the policy, procedure, or relevant practice affects groups differently where this is a proportionate means of achieving a legitimate aim. If 
this is the case, please provide explanatory details to objectively justify this decision. 

(Note: you may be required to obtain legal advice to verify your decision. If you suspect this may be the case, please contact Equality, Diversity & Inclusion for direction.



Step 4: Compliance with the Public Sector Equality Duty (PSED)

4A. Does the policy, procedure or relevant practice comply with the three parts of the PSED?

•	 Eliminate	discrimination,	harassment,	victimisation	and	any	other	conduct	that	is	prohibited	by	the	Act.	
•	 Advance	equality	of	opportunity	between	persons	who	share	a	relevant	protected	characteristic	and	persons	who	do	not	share	it.
•	 Foster	good	relations	between	persons	who	share	a	relevant	protected	characteristic	and	persons	who	do	not	share	it.

Yes:               No: 
For 4B- 4D, please detail relevant groups who share a protected characteristic and refer to evidence/information.
Note: In some cases, both “yes” and “no” may be suitable responses.

4B. If “Yes”, how?

4C. If “No”, what are the negative impacts and the associated risks?

4D. If “Yes” or “No”, what changes could be implemented to better comply with the PSED?



Step 5: The Involvement of Individuals, Groups and Organisations Representing Protected Characteristics

5A. Who has been involved in the undertaking of this assessment? 
       (Please detail the staff/student/stakeholder groups, in particular those representing protected characteristics)

5B.  If you have further involvement to carry out, please list who you are going to involve, when and why?



Step 6: Making a decision and outcome

6A.   What is your decision?  (Please select an option from below)

       
   

(Note: you may be required to obtain legal advice to verify your decision. If you suspect this may be the case, please contact Equality, Diversity & Inclusion for direction.)

6B. Are you able to introduce the policy, procedure, or relevant practice without making any changes? Yes:              No:
  

6C. If “Yes”, clearly explain upon which basis this decision was made

6D. If “No”, what changes will you make before implementation?

A. A positive impact is explicitly intended and very likely.

B.  A negative impact is not expected. There is clear potential to have a positive 
impact by minimising or eliminating barriers and inequalities that currently exist.

C. A negative impact is not expected, but positive impact is also unlikely.

D.  A negative impact is probable or certain for some groups but the policy as a 
whole can nevertheless be justified as a proportionate means of achieving a 
legitimate aim. 



Step 7: Taking action and monitoring

7D. Once implemented, how will the policy, procedure, or relevant practice be monitored, by whom and by when?



Step 8: Approval and Publishing

•	 The	information	contained	within	this	EqIA	needs	to	be	confirmed	and	approved	as	the	completed	EqIA	will	be	published	on	the	College	web-site.	
•	 As	such,	EqIAs	must	be	approved	by	a	Dean/Director	or	above.	
•	 Following	completion,	send	the	electronic	copy	to	both	the	Quality	Unity	Administrator	and	the	Equality,	Diversity	&	Inclusion	Manager.
•	 An	electronic	signature	is	acceptable,	as	long	as	a	scanned	or	paper	copy	follows.

Name:

Position:

Signature:

Date:



Miscellaneous

Please insert any supporting information, evidence sources, or data here. 



Components 

A public authority must, in the exercise of its functions, have  
due regard to the need to:

Due Regard

Having due regard specifically involves taking steps to:

a)   Eliminate discrimination, harassment, victimisation and any other conduct that is prohibited by the Act. (Fairness)

b)    Advance equality of opportunity between persons who share 
a relevant protected characteristic and persons who do not 
share it.  (Opportunity) 

a)   Remove or minimise disadvantages suffered by persons who share a relevant protected characteristic that are 
connected to that characteristic *

b)   Take steps to meet the needs of persons who share a relevant protected characteristic that are different from the 
needs of persons who do not share it.

c)   Encourage persons who share a relevant protected characteristic to participate in public life or in any other activity 
in which participation by such persons is disproportionately low.

c)   Foster good relations between persons who share a relevant 
protected characteristic and persons who do not share it.  
(Respect)

a)   Tackle prejudice.

b)   Promote understanding.

‘Due regard’ comprises two linked elements: proportionality and relevance. The weight that public authorities give to equality should be proportionate to how relevant a particular function is 
to equality. In short, the more relevant a policy, procedure or practice is to equality and people, then the greater the regard that should be paid.  

The protected characteristics are:

* Although Marriage and Civil Partnership applies to section a) in employment only, this will be considered for all stakeholders. 

Summary of the Public Sector Equality Duty (PSED) of the Equality Act 2010

•		Age
•		Disability
•		Gender	reassignment

•		Marriage	and	Civil	Partnership	*
•		Pregnancy	and	Maternity
•		Race

•		Religion	or	Belief
•		Sex
•		Sexual	Orientation


	Text Field 1: Voluntary Severence (VS) Implemtation
	Text Field 2: John Gribben
	Radio Button 4: Choice1
	Text Field 3: March 2023 -  Updated June 2023 
	Text Field 53: The outcome of the Voluntary Severance Scheme is to deliver a fair and transparent VS Scheme that is required to reduce the headcount as a means to reduce the extreme financial pressures the College is facing.  The VS scheme was launched in December 2022 and closed in January 2023.  The VS scheme was open to all staff to apply, at closing 113 applications were received.  77 staff were offered VS and one person opted out during the cooling off period.  In summary 77 staff were offered VS and 76 agreed to VS.  



Overall 68% of staff that applied were offered VS. 








	Check Box 3: Off
	Text Field 5: An equality analysis of all staff applying for VS.  The breakdown of staff that were approved for VS and the Equality Analysis of staff that accepted VS.
	Text Field 6: 
	Text Field 7: The average age of the those that accepted VS was 55 years and the average age of those that applied overall was  56 years. There is no significant impact on age, this demonstrates that Age was not a consideration during the assessment process.
	Text Field 8: 
	Check Box 4: Off
	Check Box 5: Yes
	Check Box 6: Off
	Check Box 7: Off
	Check Box 8: Yes
	Check Box 9: Off
	Text Field 9: 
	Text Field 10: Of all the applications received for VS 11% declared a disability. 



Of the staff that accepted VS 13%  declared a disability.



Of the 36 staff members that were not offered VS 6 % declared a disability and 94% did not declare a disability.



There is no evidence that disability was a criteria for selection.
	Text Field 11: 
	Text Field 12: 
	Text Field 13: No staff members identified as transgender in the statistics. This was not a criteria for selection and this was reflected in the analysis of the Equality data.


	Text Field 14: 
	Check Box 10: Off
	Check Box 11: Yes
	Check Box 12: Off
	Check Box 13: Off
	Check Box 14: Yes
	Check Box 15: Off
	Text Field 15: 
	Text Field 16: This was not a consideration for selection.  Of all staff that accepted VS 59% stated they were married.

34% confirmed their status as Other.

7% choose prefer not to say.  



Of the 36 staff members that were not offered VS 56% declared they were married.

39% confirmed their status as Other.

6% choose prefer not to say.
	Text Field 17: 
	Text Field 18: 
	Text Field 19: This was not a consideration in the assessment process and this is evident in the Equality analysis. This was not identified in the Equality analysis.
	Text Field 20: 
	Check Box 16: Off
	Check Box 17: Yes
	Check Box 18: Off
	Check Box 19: Off
	Check Box 20: Yes
	Check Box 21: Off
	Text Field 21: 
	Text Field 22: Ethnicity was not a consideration in the assessment.  

6% of staff that applied for VS identified as Black Minority Ethnic. 

5% of those offered VS identified as Black Minority Ethnic. 

8% of those not offered VS identified as Black Minority Ethnic. 
	Text Field 23: 
	Text Field 24: 
	Text Field 25: Of all applications 34% of staff identified as Christian.

26% of staff identified has having no religion.

22% of staff preferred not to identify a religion. 



Of the staff that accepted VS 45% declared themselves as Christian. 

26% declared as having no religion.

Other religions and beliefs that were represented are too small to idientify here.
	Text Field 26: 
	Check Box 22: Off
	Check Box 23: Off
	Check Box 24: Yes
	Check Box 25: Off
	Check Box 26: Yes
	Check Box 27: Yes
	Text Field 27: 
	Text Field 28: Of all the applications for VS 60% were from female staff, 36% were from male staff and 4% preferred not to say. 



Of all staff offered VS 68% were female and 32% were male. 
	Text Field 29: 
	Text Field 30: 
	Text Field 31: Sexual orientation was not a factor in the decision making process.  

Of staff offered VS 65% identified as heterosexual/straight.

29% indicated prefer not to say.

4%  indicated as unknown. 

2% indicated as Gay man. 
	Text Field 32: It should be noted that the prefer not to say is significant, this reflects staff data responses in wider equality monitoring.


	Check Box 28: Off
	Check Box 29: Yes
	Text Field 33: 
	Text Field 34: The VS scheme was open to all staff and key considerations were based on critical business and financial decisions.  This EQIA demonstrates that the criteria for VS was not influenced by the protected characteristics.  



Although women represented 60% of all applications this was spread over all Faculties and departments.  The majority of women that were offered VS, 54% worked full time and 46% were part time.  Staff that were not selected for VS represented 42% female staff and 47% male staff with 11% stating prefer not to say.
	Text Field 35: VS ensured that all staff had access to the scheme regardless of protected characteristics, analysis shows that there was no one group identified for VS. 
	Check Box 30: Yes
	Check Box 31: Off
	Text Field 36: 
	Text Field 37: This was a voluntary scheme for all staff, we will ensure that business decisions are impact assessed to ensure that we continue to support a diverse workforce.
	Text Field 38: The EQIA was coducted with support from the EDI Manager, HR Manager and the Vice Principal for People and Corporate Support.

The EQIA has been shared with Trade Unions.
	Text Field 39: No further analysis or involvement is required at this stage.  
	Radio Button 19: Choice3
	Radio Button 20: Choice1
	Text Field 40: The Policy is to offer staff the opportunity to apply for VS, it is open to all staff regardless of protected charcteristics.
	Text Field 41: 
	Text Field 42: This policy will be monitored by the Human Resources Department on behalf of the Senior Management Team.
	Text Field 44: John Gribben
	Text Field 45: Vice Principal of People and Corporate Support
	Text Field 46: J Gribben
	Text Field 47: 3 July 2023
	Text Field 48: December 2022 the College launched a VS Scheme which was open until January 2023. The College received 113 requests. 36 applications were unsuccessful, 77 were approved and one person withdrew from the process.

The average age of successful applications was 55.5 years, the equality analysis of those that accepted VS are outlined here:

Disability  
 Yes  13.16% 
No  84.2% 
Prefer not to say  2.64% 
 
Marriage and Civil Partnership 
 Married  59.21% 
Other  35.53% 
Prefer not to say  5.27% 
 
Race 
 BME  5.26% 
White Other  1.32% 
White  90.79% 
Prefer not to say  1.32% 
 
Religion and Faith 
 Christian  44.74% 
Minority Religion  1.32% 
Other Religion or belief  2.64% 
No Religion or belief  26.32% 
Prefer not to say  25% 
 
Sex 
Female  68.83 % 
Male  31.17% 
 
 Sexual Orientation
Heterosexual/Straight  68.42% 
Prefer not to say  31.58 % 
 
 



