


Equality Impact Assessment

Changes to the service model / workforce structure:

Whilst the number of posts within the ASC Mental Health finance and admin establishment has
decreased due to a reduced overall staffing budget allocation, there is no planned reduction in

the number of filled posts. The number of posts in the new structure will exceed the number of

people in post at the time of writing.

However, there are proposed changes to the structure which will mean potential movement of
staff between teams either as a result of opportunities for career progression / development or
as the administrative service moves from a locality to an area-based model which may mean
changes in a person’s line-management or contractual office base. Any change in the workforce
environment can cause uncertainty and a level of anxiety for some.

There will be a joint formal 30 day consultation for the Mental Health Resource Team
and administrative functions as there are dependencies between the two. Under these
proposals a path is needed to transfer the admin function from the current Mental
Health Resource team to the wider admin support service to allow for the Mental Health
finance restructure to progress.

People affected by the proposals outlined above:

All workers employed within the ASC Mental Health Resource Team and Admin support service
including those within the Mental Health specialist teams.

This is an internal re-organisation of the structure and working pathway and people who use the
ASC mental health services, carers and Surrey residents, are therefore not expected to be impacted by
the proposals outlined above. More generally speaking the service ambition supported by all work
in Phase 2 is to improve the outcomes for people and carers accessing these services.

Evidence gathered on the impact of your proposals:

Earlier work completed on the development of the longer-term Mental Health service
operational structure and service model was informed by an analysis of performance which
highlighted growing demand and increasing caseloads and also highlighted disparities between
ASC Mental Health locality teams in terms of capacity v caseloads which then can impact on
performance. This restructure will be an opportunity to right-size the finance and admin services
to align with the ASC Mental Health Area model and best support teams to meet increased
demands and any imbalances in workloads.

Assessment team
People consulted and kept informed:

f The ASC Mental Health Senior Management team and Workforce Leads.

f The ASC Modernising Mental Health Programme Board and ASC leadership Team.

f  All ASC Mental Health staff directly involved in the restructure - a formal 30-day
consultation is planned and conversations with individuals during that period in line with
current HR legislation and SCC policies. Frequently Asked Questions and Answers
(FAQs) will be documented and shared throughout the process.
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3. Staff
Age

Describe here the considerations and concerns in relation to the programme/policy for
the selected group.

f Workforce MH data (as of September 2021): Age: 34% are aged 50 — 59; 14% are
aged 60+

f Whilst there may be a change to the contractual office base for some staff this may also
provide the opportunity for staff of all ages to work more flexibly and optimise mobile
working opportunities. However, we do recognise that any change to a contract can
cause anxiety for some workers.

Describe here suggested mitigations to inform the actions needed to reduce inequalities.

f SCC has shifted towards agile working where “employees have the autonomy and
empowerment to choose where and when they work, in line with the business need;
employees and managers alike focus on results and performance based on outcomes”.
SCC'’s Agile Working policy provides more staff with the opportunity to work more flexibly.

f Ensure staff have the tools and training to maximise opportunities for agile working and
to consider any specific challenges for individual members of staff re more agile ways of
working.

f Where there may be particular issues for individuals regarding changes to geographic /
contractual base, these decisions will be taken after individual consultation to understand
individual circumstances in line with the application of Council policies to support agile
working objectives.

f  Throughout the implementation phases, there will be on-going support through training
and supervision once in post. Teams have already moved towards more agile working —
this has been necessitated by the pandemic.

What other changes is the council planning/already in place that may affect the same
groups of staff? Are there any dependencies decision makers need to be aware of?

NA

Any negative impacts that cannot be mitigated?
NA
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Disability

Describe here the considerations and concerns in relation to the programme/policy for
the selected group.

l
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Describe here suggested mitigations to inform the actions needed to reduce inequalities.

f Managers to ensure that all their staff, including those on maternity leave, are kept
informed in a timely way throughout the process.

What other changes is the council planning/already in place that may affect the same
groups of staff? Are there any dependencies decision makers need to be aware of?

NA
Any negative impacts that cannot be mitigated?

NA

Sexual Orientation

Describe here the considerations and concerns in relation to the programme/policy for
the selected group.

f Data for the ASC Mental Health workforce cohort — 42% either did not disclose or
preferred not to say; 3% identified as LGBTQ.

' An employee may or may not choose to disclose their sexuality and may feel anxious
about the process of disclosing their sexual orientation with a new manager.

Describe here suggested mitigations to inform the actions needed to reduce inequalities.

f Individual consultation and wellbeing discussions with staff will help to identify any
mitigation needed to avoid any adverse impact. HR advisors will be available and Council
policies will be applied to support affected staff.

There will ongoing consultation.

f Learning from previous realignment processes.

What other changes is the council planning/already in place that may affect the same
groups of residents? Are there any dependencies decision makers need to be aware of?

NA

Any
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Table 2 below provides historical data about each update made to the Equality Impact Assessment including the name of the
author, the date and notes about changes made and reasons for any updates.

Version Number Purpose/Change Author Date

1 ASC Mental Health Service Finance & Admin restructure Rosey Barker 2 September 2022

2 Feedback from ASC Mental Health Senior Managers and HR | Rosey Barker 9 September 2022
reps

3 Feedback from Head of Service Liz Uliasz — minor edits made | Rosey Barker 9 September 2022
for clarity.

4 Feedback from Kathryn Pyper, Chair, ASC Directorate Rosey Barker 23 September 2022
Equalities Group (DEG)

5 Final sign-off by Head of Service Liz Uliasz Rosey Barker 23 September 2022
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Tel: 03456 009 009
Textphone (via Text Relay): 18001 03456 009 009
SMS: 07860 053 465

Email: contact.centre@surreycc.gov.uk
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