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Section 1: What is being assessed? 
 
 
1.1	Name of proposal to be assessed. 
 
Agency Staffing reductions/ Permanent Staffing increases  
 
1.2	Describe the proposal under assessment and what change it would result in if implemented. 
 
Whilst reducing the Trusts reliance on agency and increasing our permanent workforce are critical to providing stability and continuity to the children and families of Bradford, it is also vital that we create a culture and environment which enables us to attract, recruit and retain people, enabling all to be the best that can be, continuously having the opportunities to learn, develop and for some continue to progress their careers – effectively growing our own workforce capability and capacity. 
 
Our employees are critical to our success and the talent we want to nurture and support. We are committed to engaging and involving our workforce in a meaningful way, listening to their views, providing them with effective leadership and management, and development opportunities that increase motivation, maximise potential and achieve the right outcomes for children, young people and families. 
 
The Trust’s driver for workforce change is outlined in our People and Culture Plan, which focuses on:  
· Enabling a high performance / high challenge culture 
· Engaging, involving and listening to our workforce 
· Being a Learning Trust, providing opportunities for all 
· Attracting, recruiting and retaining a stable workforce 
· Enabling change and transformation which drives our ambitions 
One of the Trust’s critical objectives is to recruit and retain a predominantly permanent social work workforce. A key target is to reduce agency social workers to below 20% by 31 March 2026.  
 
Upon formation, the Trust reported agency data based on all children social care roles, indicating approximately 63% agency coverage. However, differing definitions and inconsistent data quality meant multiple statistics circulated. Agency numbers fluctuated daily due to staff turnover. In April 2024, a revised reporting methodology was adopted, aligning with the Department for Education’s five-role framework introduced under the new Government Guidance on the Use of Agency Workers in Children’s Social Care.  
 
Progress to Date: 
· April 2024: 302 agency workers (in-scope roles)  
· August 2024: reduced to 247  
· March 2025: reduced to 161  
· March 2026 (forecast): 42 agency workers 
· March 2027(forecast): 18 agency workers  
Forecast Savings:  
· 2025/26: £3.2m (vs target of £3.2m) 
· 2026/27: Forecast to reduce to 18 agency workers (optimal level), achieving an additional £3.2m in savings. 
 
 
1.3	Stage 1 Assessment: 
 
 
	Protected Characteristics: 
	Impact 
Y/N 

	Age 
	Y 

	Disability 
	Y 

	Gender reassignment 
	N 

	Race 
	Y 

	Religion/Belief 
	N 

	Pregnancy and maternity 
	N 

	Sexual Orientation 
	N 

	Sex 
	Y 

	Marriage and civil partnership 
	 

	Additional Consideration: 
	 

	Low income/low wage 
	N 

	Care Leavers 
	N 


 
Stage 2: Full Equality Impact Assessment: 
 
13. Will this proposal advance equality of opportunity for people who share a protected characteristic and/or foster good relations between people who share a protected characteristic and those that do not? If yes, please explain further. Please ensure you have understood the meaning of ‘equality of opportunity’ and ‘fostering of good relations’ and ‘protected characteristics’- before answering this part. 
No 
 
14. Will this proposal have a positive impact and help to eliminate discrimination and harassment against, or the victimisation of people who share a protected characteristic? If yes, please explain further. 
 
This proposal will have a positive impact to help eliminate discrimination and harassment for colleagues with the following protected characteristics: 
 
Disability: 
· The Trust can leverage all support mechanisms available to employees to provide the most appropriate reasonable adjustments for staff requiring additional support in the workplace. Consistency of approach can be monitored internally via established methodology. No employee will be disadvantaged by different levels of support offered based on their status of agency or permanent. Visibility of protected characteristics are higher through collecting EDI data correctly. 
Age  
· By employing staff directly, the Trust can ensure fair treatment regardless of employee age and has full control over fair and transparent recruitment processes which cannot be guaranteed when using an agency or contractor 
 
Race  
· Fair and transparent recruitment can be used to ensure the public sector equality duty is met through recruitment and retention processes. Consideration of underrepresented groups can be made based on permanent workforce rather than receiving staff provided by agency based on their available workforce 
 
 
15. Will this proposal potentially have a negative and/or disproportionate impact on people who share a protected characteristic?  If yes, please explain further.  
 
This proposal will have a negative impact to help eliminate discrimination and harassment for colleagues with the following protected characteristics: 
Sex  
· Flexible working for care responsibilities disproportionately affects female employees. Mitigation activity will take place in future with a review of flexible working practices and how these can be applied to different Trust roles. 
Age 
· Younger/older people needing more flexible working arrangements may be disadvantaged by permanent, less flexible working contracts. This will be mitigated by future reviews of flexible working practices to make these more inclusive where the needs of the business allow this. 
  
 
16. Please indicate the level of negative impact on each of the protected characteristics? 
 
(Please indicate high (H), medium (M), low (L), no effect (N) for each)  
 
	Protected Characteristics: 
	Impact 
(H, M, L, N) 

	Age 
	M 

	Disability 
	L 

	Gender reassignment 
	N 

	Race 
	L 

	Religion/Belief 
	N 

	Pregnancy and maternity 
	L 

	Sexual Orientation 
	N 

	Sex 
	M 

	Marriage and civil partnership 
	N 

	Additional Consideration: 
	 

	Low income/low wage 
	M 

	Care Leavers 
	L 


 
 
2.5 	How could the disproportionate negative impacts be mitigated or eliminated?  
Provide targeted support for staff transitioning from agency to permanent roles, including induction, mentoring, and reasonable adjustments. 
· Monitor equality data on agency-to-permanent conversions to ensure no group is disproportionately excluded. 
· Engage with staff networks to identify barriers and design solutions collaboratively. 
Section 3: Dependencies from other proposals  
 
3.1	Please consider which other services would need to know about your proposal and the impacts you have identified.  Identify below which services you have consulted, and any consequent additional equality impacts that have been identified.  
 
· Recruitment & Resourcing: For conversion strategy and workforce planning. 
· Finance: To track savings and staffing cost forecasts. 
· Legal/HR: For compliance with new regulations. 
· EDI & Staff Networks: For ongoing equality monitoring 
 
Section 4: What evidence have you used? 
 
4.1	What evidence do you hold to back up this assessment?  
 
The Trust have implemented the new Government Regulations on the use of Agency Workers in Childrens Social Care, which was published on 12th 
September 2024. This has not only reset a regional price cap, which will result in significant savings, it will also introduce a range of controls including alignment of notice periods, restrictions in moving from permanent to agency work and a consistent approach to references. This will make agency work less attractive and we are using this to support the promotion of converting to permanent employment. 
 
In considering targets for the Business Case, internal BCFT data has been used and future projections created from the internal data. There is an understanding within the Trust that statistical neighbour and national data will be assessed in setting future targets to provide an external “sense check” but that targets will be driven by internal data and appetites to ensure a diverse and permanent workforce. 
 
Projections on the needs of visa sponsorship have been conducted internally with the conclusion that there is no need to use the International Social Worker route given the available domestic recruitment market and the ASYE route of entry to Trust Social Work roles. 
 
 
4.2	Do you need further evidence? 
 
No further evidence required. 
Section 5: Consultation Feedback 
 
It is vitally important the proposal is consulted on with relevant protected groups and key partners to ensure the potential impact is understood. 
 
 
5.1	Results from any previous consultations prior to the proposal 			development. 
 
N/A 
 
5.2	The departmental feedback you provided on the previous consultation (as 	at 5.1). 
 
N/A		 
 
5.3	Feedback from current consultation following the proposal development (e.g. following approval by Executive for budget consultation). 
 
N/A 
 
5.4	Your departmental response to the feedback on the current consultation (as at 5.3) – include any changes made to the proposal as a result of the feedback. 
 
N/A 
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