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Workplace Service Review
	Version Number:
	Workplace 1

	Date Last Reviewed:
	Full review carried out in  2008/09
Review of policy change conducted in May 2012

Current review September/October 2013


1. Management of the EqIA 

a. Jane Sherwood, Head of Economic Development

b. Derek Barrett, Workplace Manager

c. Margaret Almond,  Access to Jobs Team Leader

d. Liz Fenton – Employment Advisor

2. Summary

This equalities review of Workplace has analysed data on the service in three separate ways: 

a. Analysis of the composition of all those that have registered with the service

b. Analysis of all those gaining employment with the service

c. Analysis of the composition of the staff
A management review of the initial data was held on 3rd October which both acknowledged areas of good practice and identified areas for further review to be taken forward in the action plan.

Positive outcomes are that people who register with Workplace and identify themselves as having a disability are attaining slightly higher rates of job outcomes than those without a disability, 14.6% in comparison to 14.4%. 
Given unemployment levels are higher among most black and Asian ethnic groups and there is widespread evidence of racism in recruitment, the percentage levels of those accessing jobs is relatively similar with the white British group only being 2% higher than black British (other).
3. Identification of policy aims, objectives and purpose

This EqIA relates to Workplace, Newham’s local labour brokerage service. It is a refresh of the full equalities assessment carried out in the first quarter of 2009 and incorporates the EqIA of a policy change in 2012. 

The purpose of Workplace is to get the people of Newham’s communities into jobs they can and want to do. To enable us to do this we help people with:

· assisted job searching to find work opportunities to suit  

· advice about career pathways 

· sourcing relevant work experience and access to volunteering to boost skills 

· referrals to business start up advice 

· benefits advice

· access to work-related training for the job service users really want 

· support in composing a CV

Our objectives are to:

· Reduce worklessness in Newham and support 5000+ into work each year.   

· Provide an effective service to employers and increase the number of employers placing jobs with Workplace.  

· Make sure services are accessible to all members of the community and promote and market the service effectively

· Ensure that best practice is developed and implemented while new ways of working are piloted and evaluated.

3. Scope / focus of the EqIA

The entire Workplace Service is within the scope of this EqIA. It will look at the composition of both service users (called candidates) and the staff. It goes slightly further than the original full equalities assessment in that the service has now been established long enough to review the outputs (candidates into jobs) as well as look at the inputs (candidates registered and worked with.) To achieve this data on achieving a successful job outcome is also included. 

The data gathering exercise detailed in the table in section 6 of the report looks at whether the service supports some groups differently. The aim of this report is to ensure fairness and improve relations with any parts of the community where the service seems to have a poorer reach. 
4. Relevant data, research and consultation
All data sources are identified in section 5 and in the tables within section 6.
5. Assessment of Impact and outcomes

To assess if candidates (service users) are reflecting the unemployed or workless people within Newham’s communities, the table below at section 6 provides data sets on service users and those that are workless or underemployed. The assessment is provided in the far right column of the table and then taken further in the tables in section 6b and within the action plan in section seven. 

Service Users

All people who register to receive Workplace Services are monitored in relation to their gender, age, ethnicity, first language, disability, length of time out of work, parental status, education and skill sets and a number of other indicators depending on the requirements of the funding body. The service user data below is taken from the Workplace RPM recruitment management data system and is for the period up to April - August 2013. The data on job outcomes is also from the RPM system for the period April – August 2013.

The section within the tables in 6a looks at service reach –i.e. those walking through the door and registering. The tables within 6b take this further looking at those that have accessed jobs.  

Workless residents 

Potential service users for Workplace include Newham residents that are not in work, might shortly not be in work or are under employed (in part time work working fewer hours than they would like to or need to). There are no reliable datasets that provide a full ethnic, gender or social background for these groups.  Data on potential users varies depending on which data source is used. For example we could use job seekers allowance as an indicator but potential Workplace customers are from a much broader group than this. Also there are a number of different benefits that people could be claiming and this is further complicated by under claiming within the borough. A different figure that could be used as a guide is the percentage economically inactive but there are not detailed breakdowns of this group by the main equalities categories. 
What is therefore used is the most relevant dataset available, this is usually those claiming job seekers allowance, where this is not available figures for the whole community are used as a comparison. As these figures are not directly comparable they need to be seen as a guide only. 

Staff

Workplace is a community facing service. It aims to have in place a highly motivated and skilled workforce that reflects the communities that the candidates are from. The second and third languages spoken by staff are valued and staff provide translation for candidates with poor or no English. 

A breakdown of equalities issues of the staff compliment are within section 6.c below. 
6. Data registration gathering and initial assessment
	Group
	Workplace service users
	Workless /underemployed residents
	Issues and recommendations

	Age
	Age Group

Total

%

16-24
4999
42.3%
25-29

1707

14.4%

30-39

2313

19.6%

40-49

1763

14.9%

50 +
1043
8.9%

Total

11825

 

Source – RPM September 13
	Age Group

Number

%
Claimants 18-24

2300
23%
Claimants 25-49

6015
60%
Claimants 50+

1735
17%
No Info

 Total

1050
         100%
Source: ONS claimant count - age duration with proportions August 2013 Job seekers 

	Workplace candidates are much younger that their JSA claiming counterpart. They are almost twice as likely to be in the 16-24 category as the average JSA claimant but almost 50% less likely to be over 50. This could be explained by the service being relatively new and the over 50 unemployed being use to going to JCP for their job brokerage. The management team agreed that this issue be tested out with a number (more than 10) candidates over 50. 


	Gender
	Total

%

F

5706

48.25%

M

6119

51.75%

Grand Total

11825

100

Source – RPM September 13
	Gender

Number

%

Female

147648

48

Male

160336

52

Total

307984

100

Source - census.     

	The gender balance reflects the borough profile. There is no equalities issue identifiable from this data. 

	Religion / belief
	Religion

Total

%

REL - Agnostic

34

0.3%

REL - Atheist

97

0.8%

REL - Buddist

45

0.4%

REL - Christian

4588

38.8%

REL - Hindu

462

3.9%

REL - Jewish

4

0.0%

REL - Muslim

3971

33.6%

REL - None

1309

11.1%

REL - Not stated

807

6.8%

REL - Other

329

2.8%

REL - Sikh

179

1.5%

Grand Total

11825

 

Source – RPM September 13


	No breakdown for job seekers – borough profile as follows: 

Religion

Total

%

Christian

123119

40%

Buddhist

2446

1%

Hindu

26962

9%

Jewish

342

0%

Muslim

98456

32%

Sikh

6421

2%

Other Religion

1090

0%

No Religion

29373

10%

Religion Not Stated

19775

6%

307984

100%

Source: Office for National Statistics – Jan 13
	The profiles on religion are broadly similar. The one large variation is with people of the Hindu faith which accounts for 9% of residents but only 4% of the candidates. 

The management team agreed that additional analysis be conducted on this. An issue considered was the preference of this community to go in to professional jobs not offered through Workplace. Analysis of 2012/13 data plus a cross tabulation by religion and age to see if the Hindu population is largely older. Also whether the population used the East Ham office more as the community is centred in this area.  

	Sexual orientation
	Only 26 people indicated they were LGTB at registration

	No information available


	There are no data sets for comparison for this group. The numbers declaring as LGTB at registration is extremely low. Why? 

	Race


	Ethnicity

Total

 %

Asian or Asian British - Bangladeshi

1409

11.9

Asian or Asian British - Indian

935

7.9

Asian or Asian British - Other

282

2.4

Asian or Asian British - Pakistani

1012

8.6

Black or Black British - African

2141

18.1

Black or Black British - Caribbean

856

7.2

Black or Black British - Other

196

1.7

Chinese

32

0.3

Mixed - Other

189

1.6

Mixed - White and Asian

144

1.2

Mixed - White and Black African

630

5.3

Mixed - White and Black Caribbean

340

2.9

Other

1419

12.0

Prefer not to say

156

1.3

White - British

1160

9.8

White - Irish

27

0.2

White - Other

897

7.6

Grand Total

11825

 

Source – RPM September 13


	Jobseeker's Allowance Claimants by Ethnicity  (1)
Workplace data

Ethnicity

%

%

White

23%

17.6

Mixed

5%

11

Black or Black British

31%

27

Asian or Asian British

29%

31

Chinese or Other

4%

12.3

Unknown

2%

-

Prefer Not To Say

5%

1.3

Source: Office for National Statistics. October 10– Sept 11


	Candidates in Workplace broadly reflect the figures for jobseekers. The differences are that there are fewer white people or black people but more mixed race and other. 

This is likely to be a mix of reasons. One will be that the candidates are generally younger and the younger population in Newham is more ethnically diverse and mixed. 
The other is that the other group is largely Eastern European job hunters many of whom may have not been able to claim JSA.

The management team did not see that further action was necessary on this. 



	Pregnancy and maternity
	No information available


	No information available


	There is no information on which to base an analysis. Women on maternity leave are rarely looking for work so it is not a pertinent issue for this service.  Workplace has run specific services targeting parents in the past.  

	Disability
	Disability Status

Total

%

DIS - No disability

10881

92.0%

DIS - Prefer not to say

18

0.2%

DIS - Yes disability

335

2.8%

Not Stated

591

5.0%

Grand Total

11825

 

Source – RPM September 13
	By statistical group  (Feb 13)

(numbers)

Job seekers

11,030

ESA and incapacity benefits

13,040

Lone parents

3,470

Carers

3,010

Others on income related benefits

840

Disabled

2,040

Bereaved

310

Source: DWP benefit claimants 

	Data on this issue in not clear. The % residents with a disability in Newham (on 2012 data) is 16.5% of which 11.4% have limiting conditions (and are possibly on incapacity benefits.) leaving a potential 5.1 in the labour market.  On this basis the Workplace figure of 2.8% disabled and 5.2% not stated or prefer not to say is comparative. 

	Transgender 
	No information available


	No information available    
	There are no data sets for this group

	Class or socio -economic disadvantage
	This data is requested at registration but not coded on the RPM system so it can not be readily analysed. 

	No information available


	We have no class or socio economic group data for Workplace that can be easily analysed. Candidates or claimants are however workless or under occupied and amongst the poorest in borough. Over 45% of candidates claim benefits. Consideration needs to be given on why data is collected but not applied in a way that can be used!


6. b Data including job outcomes 

An additional interrogation of the Workplace data was then carried out in relation to job outcomes. A candidate accessing a job is a marker that that candidate received a reasonable or a good service from Workplace so is a good indicator to assess fairness in service provision. There are external influences on this though which might create an imbalance even if the service in Workplace was totally evenly delivered. A prime example might be that the employer may discriminate in some way.  With the data set running from April to August 2013 14.4% of those registered have accessed a job.  

	Gender

Total

%

No’s into job

% of all those securing a job
% of gender securing a job
Women

5706

48.25%

747

43.90%

13.1%

Men

6119

51.75%

954

56.10%

15.6%

Total

11825

100

1701
100.00%
14.4%

	Age Group

Total

%

No’s into jobs
% of all those securing a job 
% of group securing a job

16-24

4999

42.3%

602

35.40%

12.0%

25-29

1707

14.4%

269

15.80%

15.8%

30-39

2313

19.6%

356

20.90%

15.4%

40-49

1763

14.9%

309

18.20%

17.5%

50 +

1043

8.9%

165

9.70%

15.8%

Total

11825

100%
1701
100%
14.4%
Disability Status

Total

%

No’s into jobs
% of all those securing a job

% of group securing a job

DIS - No disability

10881

92.0%

1568

92.20%

14.4%

DIS - Prefer not to say

18

0.2%

0
0.0%

0.0%

DIS - Yes disability

335

2.8%

49

2.90%

14.6%

Not Stated

591

5.0%

84
4.90

14.2%

Total

11825

100%

1701

100%

14.4%

Sexual orientation 

Total

%

NIJ

% SAJ

% GSAJ

Identified yes

26

0.22%

3

0.18%

11.5%

Identified no or not identified

11799

99.78%

1698

99.82%

14.4%

Total

11825

100

1701

 

 



	Religion

Total

%

No’s into jobs

% of all those securing a job
% of group securing a job
Agnostic

34

0.3%

8

0.60%

23.5%

Atheist

97

0.8%

15

1.00%

15.5%

Buddhist
45

0.4%

8

0.60%

17.8%

Christian

4588

38.8%

625

43.10%

13.6%

Hindu

462

3.9%

49

3.40%

10.6%

Jewish

4

0.0%

4

0.20%

100.0%

Muslim

3971

33.6%

423

29.20%

10.7%

None

1309

11.1%

214

14.80%

16.3%

Not stated

807

6.8%

18

1.20%

2.2%

Other

329

2.8%

56

3.90%

17.0%

Sikh

179

1.5%

30

2.10%

16.8%

Total

11825

100%

1449


	

	Once job outcomes are taken into account the service performs relatively to profile. The exceptions are: 

· Gender – men are slightly more likely to secure a job through workplace than women. If it was totally balanced 74 more women would have accessed jobs. It might be worth looking at the jobs offered by Workplace to see if there is a gender bias that could be addressed.

· Religion – the data set excludes the 252 people who accessed employment through the hubs as the hubs do not collect that data. Of the 1449 people who the data was collected on, the group that has the lowest ratio for securing employment is those that did not state at 2.2% After this come Hindu’s at 10.6, Muslims at 10.7 and Christians at 13.6. The highest ratio is for Jewish at 100% but the sample size for this group (4) is so small it can be discounted.  After this come agnostics, Buddhists, people with no religion and Sikhs.  It may be worth rerunning this exercise for the whole of the previous financial year to get a bigger data set as some of the results are not easily explainable with this 5 month data set.  

· Age – older people are more likely to access employment than younger people with those between 40 and 50 being the most likely. This is explainable in that older workers generally can demonstrate greater work experience and unemployment nationally is higher among the young. 

· Disability - the group that has the lowest ratio for securing employment is those that preferred not to say at 0% but they are a small sample group. The ratio of people with a disability securing employment is equal to that of those without a disability. 

· Ethnicity - the registration to job outcome ratio is highest for white British, black or black British other, white other and mixed other. The lowest ratio is for white Irish and prefer not to say which both have less than 6% of those registering securing a job but are both very small groups. The next lowest ratio is for Bangladeshi’s at 11% (11 in every 100 get a job). 
	Ethnicity

Total

% of all those registering

Numbers in to jobs 

% of all those accessing jobs

% of the ethnic group securing a job

Asian or Asian British - Bangladeshi

1409

11.9

155

9.1%

11.0%

Asian or Asian British - Indian

935

7.9

130

7.6%

13.9%

Asian or Asian British - Other

282

2.4

39

2.3%

13.8%

Asian or Asian British - Pakistani

1012

8.6

140

8.2%

13.8%

Black or Black British - African

2141

18.1

305

17.9%

14.2%

Black or Black British - Caribbean

856

7.2

140

8.2%

16.4%

Black or Black British - Other

196

1.7

35

2.1%

17.9%

Chinese

32

0.3

4

0.2%

12.5%

Mixed - Other

189

1.6

33

1.9%

17.5%

Mixed - White and Asian

144

1.2

17

1.0%

11.8%

Mixed - White and Black African

630

5.3

98

5.8%

15.6%

Mixed - White and Black Caribbean

340

2.9

48

2.8%

14.1%

Other

1419

12

158

9.3%

11.1%

Prefer not to say

156

1.3

9

0.5%

5.8%

White - British

1160

9.8

231

13.6%

19.9%

White - Irish

27

0.2

1

0.1%

3.7%

White - Other

897

7.6

158

9.3%

17.6%

Grand Total

11825

100.0
1,701

99.9%

14.4%



6. c Staff Data 

The following tables provide where possible staff statistics against those of candidates and the Newham residents. Any pertinent issues are highlighted beneath. Staff data was provided by staff in human resources.

	Gender
	Staff
	Candidates
	Residents

	
	%
	Numbers
	
	

	Female
	59.52%
	50
	48.25%
	47.95%

	Male
	40.48%
	34
	51.75%
	52.05%

	Grand Total
	100.00%
	84
	100.00%
	100.00%


Data sources all listed above 
There is an 11% greater prevalence of female staff in the workforce than among candidates or residents. Given that more men (56%) than women (46%) secure jobs through the service there is no evidence that the staff balance results in men receiving a lower standard of service than women as potentially the reverse is true. 

	Age Group
	Staff
	Candidates
	Residents
	

	
	%
	Numbers
	
	
	

	up to 24
	8.3%
	7
	42.3%
	14.7%
	

	25 - 39
	65.5%
	55
	34.0%
	33.8%
	age 25-44

	40 - 49
	21.4%
	18
	14.9%
	 
	

	50 - 59
	3.6%
	3
	8.9%
	13.1%
	age 45-59

	60 and over
	1.2%
	1
	
	8.3%
	age 60 -77

	Grand Total
	100.0%
	84
	100.0%
	69.9%
	


Data sources all listed above for staff and candidates – resident info from 2011 census 
Data for age groups is not directly comparative e.g. data for candidates does not separate out 50-59 and age breaks in the resident info breaks at 45.Also the resident data is for all residents of which 26% are under 16.

The data shows the majority of staff are 25 – 39 and although this is almost double the profile for candidates and residents, given the nature of the work (supporting those who are often young and with little work experience into jobs), there are no equalities issues to address in terms of workforce.  

	Disability
	Staff
	Candidates
	Residents

	
	Total
	Total
	
	

	No
	92.86%
	78
	92.0%
	83.5%

	Yes
	7.14%
	6
	2.8%
	16.5%*

	Not stated
	
	
	5.2%
	

	Grand Total
	100.00%
	84
	100.0%
	100.00%


*of the 16.5% with a disability 11.4% have limiting conditions which may prevent them from being able to work. 
The percentage of those with a disability in the workforce is higher than the average and reflects that in candidates if those with a disability and those who have not stated are added together. There are no equalities issues to pursue in terms of workforce.. 

	Ethnic Origin

Staff

Total

Total

African

9.52%

8

Any other Asian background

2.38%

2

Any other ethnic group

3.57%

3

Any other Mixed Heritage background

2.38%

2

Any other White background

2.38%

2

Bangladeshi

19.05%

16

British

23.81%

20

Caribbean

19.05%

16

Indian

8.33%

7

Irish

2.38%

2

Pakistani

5.95%

5

White & Black African

1.19%

1

Grand Total

100.00%

84


	Residents

Candidates

Staff

Asian

32.5

31

36%

Black

21.6

27

29%

Mixed

3.4

11

4%

Other 

3.1

13

4%

White

39.4

18

29%

100

100

100%




Bandings into ethnic groups differ in all three data forms but they can be grouped and then compared as in the table on the right above below. This shows that the staff are ethnically diverse and largely reflect a combination of the resident and candidate profile. For example there are approx 10% more white residents than staff but approx 10% less candidates than staff. There are no obvious equalities issues here.
7. Action Plan Equality Impact Assessment Action Plan for Workplace
	Issues identified & groups affected
	Actions to be taken
	Timescales of actions
	Who is responsible for delivery
	Intended outcomes
	Performance measures
	Reference to service or other plans

	Registration Issues

	Low level of 50+ registrations. 
	Question at least 10 existing candidates over 50 about their customer experience to identify if there are changes that can be made to make Workplace more appealing to the over 50’s.
	By Dec 20 2013
	Derek Barrett
	Number of over 50’s registering with workplace increases
	% of over 50’s registered rises from 8.9% to a minimum of 10% by end of year
	No

	Low level of Hindu registrations 

	Management team to review why Hindu registrations are relatively low and whether actions are necessary to redress this.  

Produce extra data set to cross tabulate data on religion and age
	By Mid November 2013
	Marieden Tayas

Asif Sadeeq
	Ensure Workplace services are  not providing any barriers to the Hindu community. 
	% of Hindu’s registering with Workplace
	No

	Class or socio -economic disadvantage data is collected at registration but not coded on the RPM system so it can not be readily analysed. 
	As data is collected but not applied in a way that can be used it was agreed that a coding system needs to be introduced for the data so it can be analysed in future.
	Coding system agreed by Mid November 2013. 
Coding system to be applied by Jan 2014
	Derek Barret
Marieden Tayas


	Ability to use the data collected
	Data can be interrogated
	No

	Sexual orientation  levels of declaration are extremely low
	Management need to decide whether to ask LGTB Unison Group to provide 3 members mystery shop as candidates and provide feedback for service improvement or just to ask LGTB staff in the service.  
	Course of action agreed by end of October. 
Agreed course to be completed and fed into service by Jan 14.
	Helen Seraphin
	Workplace is a LGTB friendly service for candidates
	% of people registering with Workplace prepared to declare as LGTB
	No

	Job outcome issues

	Ethnicity – low success rates for white Irish prefer not to say and Bangladeshi groups. 


	Management team agreed that a longer term analysis needed to be taken on this before deciding if any action needed to be taken. 
	Analysis to be completed by end of October.
	Marieden Tayas

Helen Seraphin
	Ensure Workplace services are effectively serving all communities within the borough. .
	% Irish people securing a job through Workplace
	No

	Religion – 100% job entry rate for people identifying as Jewish but only 2.2%  for those that did not state and 10.6 and 10.7 for Hindu’s & Muslims.  
	Management team agreed that a longer term analysis needed to be taken on this before deciding if any action needed to be taken.
	Analysis to be completed by end of October.
	Marieden Tayas

Asif Sadeeq
	Ensure Workplace services are effectively serving all communities within the borough. .
	% not stated on religion securing a job with Workplace
	No

	Gender – a higher percentage of men than women are accessing jobs.
	Management team agreed that a review of the gender of the jobs being offered
	By end of November
	Derek Barret
	Improving ability of women to secure a job through Workplace
	% women accessing jobs through Workplace
	No

	Disability – why do the Prefer not to say group fare so badly in terms of job access
	 Management team agreed that to review the circumstances and if there are any issues about the 18 people who said that they prefer not to say. 
	By end of November
	Helen Seraphin 
	Understand if there is a recording issue
	% employed who “prefer not to say” on the disability question
	No

	Staff issues

	No obvious issues –  other than gender disbalance of workforce in favour of women
	Agreed a further analysis on religion or ethnicity/gender and grades. 


	By end of October
	Liz Fenton
	Greater understand of issues
	None identified yet
	No

	
	
	
	
	
	
	


8
Formal agreement

a. Divisional Director

b.  Head of Strategy & Partnerships

9. Publication of results

   Date EqIA published on Council website (full or summary version)

10. Monitoring and review

Actions to be reviewed for implementation in Jan 2014






PAGE  
1
London Borough of Newham


[image: image1.jpg]