
 

 

Medium Term Financial Strategy 2019-2020 Summary Equalities Analysis 

 

1.0 Purpose 

 

1.1 To provide a summary equality analysis of the budget proposals 2019-2020 in 

line with the Public Sector Equality Duty (PSED) as created by Section 149 of 

the Equality Act 2010.  

 

1.2 It is important to note that this is a report of those savings proposals that are 

being put forward for approval. As such those discussed here are those that, 

in the large majority of cases have no equality impact. A smaller subset of 

proposals, which do have an equality impact have had that impact mitigated 

as the Council is required to consider and to provide for if it is possible. Where 

a proposal is not yet complete this will be dealt with via conditional 

recommendation or via separate report. 

 

2.0      Equalities at the City of Wolverhampton Council 

 

2.1 Compliance with the Public Sector Equality Duty as created by the Equality 

Act 2010 directed and developed the Council’s Service Equality Action Plans. 

The council therefore has an annual plan of over 100 equality objectives that 

are directly related to each council service and scrutinised throughout the 

duration of the plan to ensure their delivery is monitored. The Council reports 

on out-turns and considers future plans in the light of this. 

 

2.2 The Council has a Councillor Champion for equalities, who chairs the 

Equalities Advisory Group (EAG).  This Councillor group has overseen the 

development and roll-out of the e-learning equality and diversity training, All 

Council employees are required to complete mandatory training on equality 

and diversity issues.  

 

2.3 The City of Wolverhampton Council was externally assessed by the Local 

Government Association and awarded the top “Excellent” rank of its national 

framework for equalities performance. The Council is now 1 of only 10 

authorities nationally operating at this level. 

 

2.4 Each year the Heads of Service complete on behalf of their service Service 

Equality Action Plans. This means that all sections of the Council are working 

on equalities issues directly as they relate to the services they offer. 

 

2.5 The Council has achieved national recognition for its work and financial 

support to the local Refugee and Migrant Centre to support local people 

affected by the “Windrush Scandal”. 

 



 

 

3.0  Equalities and the Law 

 

3.1 The Public Sector Equality Duty (PSED) is established by the Equality Act 

2010. The duty applies to age, disability, gender reassignment, pregnancy 

and maternity, race, religion and belief, sex and sexual orientation and to a 

more limited extent, to marriage and civil partnership. 

3.2 The Equality Act 2010 needs to be interpreted in a way that is compatible with 

the Human Rights Act 1998 unless it is impossible to do so. 

3.3 The PSED requires the Council to have “due regard” to the objectives set out 

in section 149 of the Equality Act 2010, when exercising any of its functions.  

This includes when considering and making decisions on budget savings 

proposals.  “Due regard” means the regard that is appropriate in all the 

particular circumstances in which the Council is carrying out its functions. 

 

3.4 In summary, the PSED requires the Council to have due regard to the need to 

eliminate discrimination, and both (a) to advance equality of opportunity as 

well as (b) to foster good relations, in each case between persons who share 

one or more of the “protected characteristics” and persons who do not share 

one or more of them.   

 

3.5 The Equality Duty is designed to bring these important objectives relating to 

discrimination and equality into consideration when the Council is setting 

policies or making decisions. 

 

3.6 Where it is apparent from the analysis of the information before the Council 

that a proposed policy or decision would have an adverse effect upon 

equality, and where adjustments are possible they should be made to avoid 

that affect, i.e. through mitigation.  If, having rigorously considered a proposal 

and mitigations, an organisation, covered by the Public Sector Equality Duty 

finds that it is unable to mitigate the adverse effects of a particular proposal 

then it is incumbent on the organisation to justify its proposal. Justification 

defences are not available to proposals which directly discriminate. 

 

3.7 At the same time as paying the necessary “due regard”, Councillors must also 

pay regard to any countervailing factors, which it is proper and reasonable for 

them to consider.  Budgetary pressures, economics and practical factors will 

often be important.  The weight of these countervailing factors in the decision 

making process is a matter for Councillors, subject to the principles of public 

law. 

 

3.8 If a savings proposal remains under consideration at the point of decision for 

the budget as a whole then the recommendation relevant to it will be a 

conditional recommendation which allows for any changes to the proposal as 



 

 

a result of new information, for example feedback from consultation, to be 

made.  

  

4.0  Equalities in the 2019-2020 Budget Setting Process   

4.1  From September 2018 savings proposals were considered for their impact 

on equality.  Following this initial filter those proposals where equalities 

impacts were identified were brought together and consulted up on publicly 

via a series of public meetings including a specific meeting to consider the 

equalities implications of the proposals with members of communities who 

have an expertise in these areas. 

4.2  Full equalities analyses have been completed on relevant proposals. These 

offer the opportunity to consider more deeply and broadly the equalities 

implications of a proposal and to make the required mitigations, or in the 

absence of these, to justify an approach adopted where no better alternative 

is available to the Council. Where wider responsibilities placed on the 

Council require it to proceed, this is or will be indicated in the analysis. 

Principal amongst these wider requirements is that to set a balanced 

budget.  

4.3 The potential for adverse impact; for indirect or direct discrimination, along 

with the possibility for advancing equal opportunity and for fostering good 

relations was considered in each analysis.  

4.4 This report does not cover these wider political considerations but is the 

narrower analysis of the proposals concerned only with equalities evidence 

as presented by savings proposers and considered corporately by officers.  

4.5 This report also concentrates on service rather than employment equality 

impacts. Where savings are exclusively to be made through restructures of 

staff arrangements these are dealt with via well-established policies 

compliant with the Council’s statutory responsibilities as an employer. 

Nevertheless, in relation to PSED requirements managers have been asked 

to highlight any equalities related impacts in service as a result of a loss of 

posts. This is an important point to note in terms of the service impact of 

team restructures. From an equalities point of view the Council must 

consider and do what it can to mitigate or justify any service loss which 

adversely impacts on individuals who have protected characteristics under 

the Equality Act. General loss of service, which the Council will also of 

course work to avoid, is legally distinct from a loss of service which falls on 

customers adversely, directly and/or indirectly as a result of a protected 

characteristic. The Council must rigorously consider these types of impacts 

as part of its “due regard” requirement. This argument also applies to 

advancing equal opportunities and to fostering good relations – the other 



 

 

two strands of the PSED. Section 10 of this report looks at employment and 

equality issues. 

  

5.0  Demographic of equality strands  

 

5.1 National and local context  

 

5.2 In common with other urban local authorities, Wolverhampton has 

considerable cost and demographic pressures which form the backdrop for 

considering equalities in the city. Some of these pressures do affect some 

equalities groups disproportionately (such as the reduction in disability-related 

benefits), but other pressures affect all residents regardless, such as the 

reduction in Government grant.  

 

5.3 There are particular issues around deprivation in Wolverhampton which 

intersect with several equalities strands. 54% of the city’s population, 

according to the 2014 Mid-Year Population Estimates, lived in areas classified 

as being in the top 20% most deprived within England in the 2015 Indices of 

Deprivation.  

 

Disability Key facts 

 

• 21% of Wolverhampton’s residents are limited ‘a lot or a little’ in their 

day to day lives.  

• Women are slightly more likely to be disabled, as well as those over 

50 years of age. Therefore, this group are most likely to need adult 

social care.  

• Disabled people in Wolverhampton are less likely to have a high- 

status job than non-disabled people. 

• They are also more likely to be long term unemployed, or never have 

a job. According to the Office for Disability Issues, nationally, under 

50% of disabled people are employed.  

• According to the Office for Disability Issues, “a substantially higher 

proportion of individuals who live in families with disabled members 

live in poverty, compared to individuals who live in families where no 

one is disabled”. 

 

 

 

 



 

 

 

Gender: Key facts 

 

• Women headed up 90% of single parent families in Wolverhampton, 

at the time of the 2011 Census. 

• Women in Wolverhampton are far less likely to be in the highest 

managerial employment than men (3.6% compared to 8%). 

• They are also more likely to be long term unemployed or have never 

worked (11.5% compared to 8.6%). 

• According to the Fawcett Society, women are more likely to rely on 

state-funded benefits to live, “in particular due to their caring 

responsibilities and their relative economic inequality and poverty”.  

• According to 2011 Census information, women are more likely to be 

carers, and this is disproportionate to the numbers of females in the 

population. 

 

 

Race: Key facts 

 

• At the time of the 2011 Census, 35.5% of Wolverhampton’s citizens 

were not of ‘White British’ ethnicity 

• BME residents are less likely to be employed in the top three bands 

of occupations, including management and professional occupations. 

• They are also far more likely to be long term unemployed or never 

have worked (14% compared to 8% of white British). 

• According to the Households Below Average Income (HBAI) data, 

nationally, individuals living in households headed by someone from 

an ethnic minority were more likely to live in a low-income situation 

than a white-headed household. 

• The BME population tends to be younger than the White British 

population. At the time of the 2011 Census, just 7.9% of the BME 

population was aged 65+, compared to 20.9% of the White British 

population. 

 

 

 

 

 

 



 

 

 

Age: Key facts 

 

• There were 20,846 Wolverhampton citizens over the age of 75 as of 

the middle of 2014, according to the 2014 Mid-Year Population 

Estimates.  

• The 2012-based Sub-National Population Projections stated the 

number of residents aged over 75 is expected to rise to 25,200 

people by 2025, and to 31,500 people by 2037, creating huge 

pressure on adult social care budgets 

• At the time of the 2011 Census, 14% of people under 25 in 

Wolverhampton were long term unemployed or have never worked  

• 59.8% of children aged 0-17, according to the 2014 Mid-Year 

Population Estimates, lived in areas classified as being in the top 

20% most deprived within England in the 2015 Indices of 

Deprivation.  

• 30.2% of children aged under 16, and 29.2% of all children in 

Wolverhampton, lived below the poverty line in 2012, the latest data 

available at present. 

 

5.4 The council maintains an open website offering members of the public free 

access to a wealth of statistical equalities data for Wolverhampton. This 

website, “WV Insight”, is available here. 

6.0 Summary of equality impacts of savings proposals against corporate 

plan themes 

6.1 This section of the report outlines the savings on people with protected 

characteristics in relation to the corporate plan “themes” of “People”, “Place” 

and “Corporate”. Some proposals could be referred to under more than one 

theme, but this has not been done to avoid duplication and confusion.  

 

7.0 People  

 

7.1  The following paragraphs summarise the equality analyses undertaken where 

the proposals were seen potentially to have an impact on equalities. 

 

7.2  Child and Adolescent Mental Health Tier 3 services - Through consultation 

with the Clinical Commissioning Group, the City of Wolverhampton Council 

funding for this service will be withdrawn as this is a statutory responsibility of 

“Health” partners. A new service for children and young people in care will be 

commissioned to replace this from “Health” partners and consequently there 

will be no adverse impact on end-users. This equality analysis identifies that 

https://insight.wolverhampton.gov.uk/Home/Report/116b7d74-1192-4a1a-ae94-e7f8213b92e9


 

 

without the replacing service there would be equalities impacts but that these 

are not the responsibility of the Council to address. Additionally, the replacing 

service inaugurated by CCG will deal with the potential for these impacts. 

 

7.3  Supervised Contact Centre Provision for Children and Young People - The 

current contact centre will become a contact and assessment centre, improving 

access for service users by extending the opening hours to seven days per 

week. The enhancement of assessment facilities will present the potential to 

generate income by selling assessment services to neighbouring local 

authorities.    This will generate potential income of £40,000.  

 

7.4  Integration of Public Health Service Contracts – This proposal will develop 

much stronger partnership arrangement between the Local Authority (CWC) 

and Royal Wolverhampton Hospital Trust (RWT) to deliver Public Health 

Services relating to Sexual Health Services (including Primary Care Sexual 

Health Services) and 0-19 Healthy Child Programme. The full equality analysis 

projects a series of positive impacts achievable by closer partnership working 

and where adverse impacts are identified there is an agreed approach to 

mitigate these through further consultation and through a dedicated equalities 

“strand” overseeing any equalities related impacts that may arise from the new 

partnership approach.  

7.5  Strategic Commissioning Efficiency Savings – Terrence Higgins Trust (THT) - 

THT performance data shows in the detailed equality analysis conducted that THT 

reached only a small proportion of the total, relevant local population (2017-2018 

figures) the EA identified impact that for Black African women there would be 

disproportionately affected were there not mitigating support systems available.  Those 

mitigations are contained in the EA; for example, as part of the exit plan THT will 

identify male and female peer mentors in African communities to ensure that people 

remain connected with peers and are supported in the community. RWT will ensure 

that services are able to support people with HIV. 

7.6  Joint Housing Protocol - Data indicate that the dedicated Homelessness service for 

16 to 17 year olds has not been popular with only thirteen 16-17-year olds supported 

last year. It is this data principally that supports the new common pathway approach 

that has been developed in partnership with Wolverhampton Homes. The new 

approach is expected to advance equalities by providing better access to service for 

this group of young people. 

7.7 Healthy Life Expectancy Contract review – This proposal covers GP 

prescribed Drugs charge, alcohol, community smoking contract and the Youth 

Hospital Service. An equality analysis on each of these proposals shows there 

are no adverse impact on the drugs and alcohol contract service and the Youth 

Hospital Service because no changes have been made to the delivery of these 

services. 



 

 

 

 The proposal will continue to refocus the allocation of Public Health grant in line 

with the Public Health Vision but will move away from the direct delivery of 

lifestyle services, to supporting partners to incorporate this into their routine 

service offer. For example, the smoke free programme is available to all 

Primary schools in the city. This is further supported by integrating teaching on 

this in Wolverhampton Drug Education Programme which is available to all 

schools in Wolverhampton via the Healthy Schools website; resource packs will 

be produced, and training provided to teachers. In addition, Midwives will 

provide pregnant women with self-help resources during antenatal clinics, to 

help them quit smoking. There is ongoing partnership working to develop a 

more robust offer for this target group. 

  

8.0 Place 

8.1  One Stop Toilets – Victoria Square - One Stop Toilets are public toilets 

located at the top of Victoria St, this facility has been leased and provides a 

public toilet facility for visitors to the City of Wolverhampton. These toilets are 

open from Monday to Saturday 9.00am to 5.00pm for members of the public 

and includes a shower in the disabled toilet. The proposal is to review how this 

provision is delivered at the end of the current lease, including any potential 

transfer to a private provider. Recent increases in toilet provision in the Mander 

Centre will add to public provision. 

8.2  Review permit parking scheme policy - This review (including match day 

parking) will ensure that the fees charged for residents’ parking are 

proportionate and cover the operational costs of the scheme. Costs will fall 

equally on residents and are made in relation to location rather than any other 

factors. 

8.3  Review the maintenance and routine cleaning of illuminated road signs - 

This proposal reduces the routine cleaning and maintenance of illuminated 

road signs. As with 8.2 it is not anticipated that there will be any adverse impact 

here as the replacing lights are more reliable and offer better light. There is 

therefore no equalities impact. 

 

8.4  Review current employee parking scheme – This review looked at charges 

to current employee and member parking schemes. The equality analysis 

identified that there was a potential for adverse impact falling on employees 

who were disabled in terms of the Equality Act’s definition but not to meet the 

“Blue Badge” definition which is a far narrower definition of impairment. The 

new scheme will deal with any adverse impact that falls on disabled drivers 

through consideration of reasonable adjustments in relation to an individual’s 

job requirements; or civic duties if they are an elected member – in this way no 

disability related adverse impact will fall on a member of staff or elected 

member whose disability impacts on their parking requirements. 



 

 

 

8.5  Supported Accommodation contract review – The proposal to review two 

contracts that provide support to single homeless people and merge them into 

one service has identified a gap in the provision of services for single females 

and that accommodation for disabled people is limited. These factors have 

been taken on board in the re-procuring of an efficient support service for 

homeless single people.  

 

The withdrawal of one of the two service providers from this tendering process 

has been awarded to the remaining contractor who caters for and 

accommodates single females, disabled people and other single people 

belonging to a protected characteristic.   

 

 

9.0 Corporate 

 

9.1  WV Active catering offer - Currently the catering offer is provided through a 

cafe facility in each of the three centres. The proposal is to move to an 

alternative offer at each of the three centres where snacks/drinks are offered 

via vending machines. An adverse impact on some disabled people who may 

have difficulty accessing the machines was identified and this will be mitigated 

by staff offering support where this is the case. 
 

10.0 Corporate Employment and Equality 

 

10.1 The Council continues to work towards making significant savings by 2018, 

and in doing so has had to further review the demand and need for services 

through various budget proposals. These proposals have ultimately been 

developed through an Equality Analysis. If the proposal has indicated that the 

service is new, reducing, ending or changing in some way or has indicated 

that employees may be made redundant or redeployed, they have been 

closely monitored and scrutinised by HR to ensure that other options have 

been fully considered, and that any necessary mitigating action has been 

taken. For example 

 

• considering whether there are any employees likely to volunteer for 

early retirement and/or redundancy subject to there being a relevant 

scheme in operation; 

• reducing or stopping the use of casual workers/agency staff; 

• not filling posts when an employee leaves; 

• freezing vacancies for an agreed period of time; 

• reducing overtime or additional hours worked. 

 



 

 

10.2  Throughout all stages of the Council redundancy or redeployment policies it 

is mandatory that equality of opportunity is observed at all times, in order to 

ensure that employees are treated fairly and without discrimination on the 

grounds of any protected characteristic.  In addition, named lead managers for 

the Equality Analysis are encouraged and appropriately supported by HR to 

engage with affected employees in meaningful consultation as per Council 

policy when engaging in any transformation programme.  

 

10.3 HR is committed to ensuring that there is a holistic approach to looking at all 

proposals to ensure the best outcomes for staff and service users.  The 

review of all Equality Analysis with regard to equality implications from an 

employment perspective forms part of HR’s overarching equality monitoring of 

the workforce. This is carried out as part of our public sector duty as a means 

to monitoring changes in workforce demographics. 

 

10.4 Clearly the Council employs people directly to provide, or to support those 

who provide services; so when a saving is made, through a restructure of a 

team for example there will be service implications of the resulting smaller 

team. The reverse of this also requires analysis.  

 

 


