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Section 1: What is being assessed? 
  
1.1	Name of proposal to be assessed. 
 
Review of Fixed Term Contracts  
 
1.2	Describe the proposal under assessment and what change it would result in if implemented. 
 
 
The proposal is to stop extending fixed-term job contracts for certain staff working at Bradford Children and Families Trust (BCFT). These contracts were originally meant to be temporary, and the Trust now plans to let them end when they are due, instead of renewing them. 
 
The Trust is under pressure to save money and manage its budget more carefully. Many of the temporary roles were created to deal with short-term needs, like special projects or extra workloads. However, some of these roles have continued longer than planned, which is not sustainable. 
By reviewing and ending these contracts where possible, the Trust aims to: 
· Save around £133,000 per year. 
· Reduce reliance on temporary staff. 
· Encourage better long-term workforce planning. 
 If the proposal is approved and implemented: 
· Thirty-five staff members on fixed-term contracts could be affected. 
· These contracts will be reviewed 3 months before they are due to end. 
· If the work is no longer needed or can be done differently, the contract will not be renewed. 
· Some staff may be offered redeployment (a different role), but others may leave the organisation. 
The changes are mainly aimed at managers and teams who currently employ fixed-term staff, and the staff themselves, who may be impacted by the decision not to renew their contracts. 
 
This business case proposes reviewing all fixed-term contracts (FTCs) within Bradford Children and Families Trust as they approach their planned end dates, with a view to, wherever possible, allowing natural expiry and not extending or replacing them. These FTC roles were introduced to meet temporary service needs and are now subject to a value-for-money review. 
Strategic Aims and EDI Priorities: 
 
The Trust is committed to maintaining inclusive, high-quality services for children and families in Bradford. Strategic EDI priorities include: 
· Supporting a diverse workforce reflective of the community it serves. 
· Ensuring fair treatment and opportunity for all employees. 
· Reducing inequality in access to employment and service delivery.  
Delivery Outcomes & Desired Results: 
· Deliver estimated savings of £250,000. 
· Minimise service delivery disruption through early identification of mitigations. 
· Use a structured approach to assess contracts three months prior to expiry. 
· Manage changes fairly and consistently.  
Main Stakeholders:  
· Staff on fixed-term contracts. 
· Service users (children, families, carers in Bradford).  
· Permanent staff managing or relying on temporary team members. 
· Trade unions and HR. 
 

1.3	Stage 1 Assessment: 

	Protected Characteristics: 
	Impact 
Y/N 

	Age 
	N 

	Disability 
	N 

	Gender reassignment 
	N 

	Race 
	N 

	Religion/Belief 
	N 

	Pregnancy and maternity 
	N 

	Sexual Orientation 
	N 

	Sex 
	Y 

	Marriage and civil partnership 
	N 

	Additional Consideration: 
	N 

	Low income/low wage 
	Y 

	Care Leavers 
	N 



Stage 2: Full Equality Impact Assessment: 
  
19. 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?  
 
No, this proposal is not expected to actively advance equality of opportunity or foster good relations. 
 
The primary aim of the proposal is financial—specifically, to reduce staffing costs by ending fixed-term contracts (FTCs) where possible. While it does not intentionally disadvantage any protected group, it also does not include specific actions that would promote equality or improve relationships between different groups. 
 

However, the proposal does include: 
· A commitment to review each FTC individually, which allows for consideration of individual circumstances. 
· An expectation that redeployment support will be offered where feasible, which could help mitigate negative impacts for affected staff. 
 
At this stage, there is no evidence that the proposal will create positive impacts for protected groups. However, if the review process identifies opportunities to transition FTC staff into permanent roles through fair and transparent processes, this could support equality of opportunity in the future. 
 
20. 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. 
 
No, this proposal is not expected to directly help eliminate discrimination, harassment, or victimisation. 
 
The proposal is focused on achieving financial savings by ending fixed-term contracts (FTCs) where possible. It does not include specific actions aimed at tackling discrimination or promoting inclusion. However, there are some indirect considerations that could support fair treatment if managed carefully: 
 
· Consistent and transparent review of FTCs could help ensure decisions are based on business need rather than personal characteristics. 
· HR oversight and governance processes (e.g. Establishment Management Process) may help reduce the risk of unfair treatment or bias in decision-making. 
 
That said, without a full analysis of the equality profile of affected staff, there is a risk that some groups (e.g. women, younger workers, or those on lower incomes) may be disproportionately impacted. If not addressed, this could unintentionally lead to indirect discrimination. 
 
To ensure compliance with the Equality Act 2010, the Trust will: 
· Monitor the equality impact of decisions made under this proposal. 
· Provide support and fair redeployment opportunities to affected staff. 
 
 
22. Will this proposal potentially have a negative and/or disproportionate impact on people who share a protected characteristic? If yes, please explain further.  
  
Yes. The proposal may have a negative and potentially disproportionate impact on people who share the protected characteristic of sex, particularly women. The Trust’s workforce, especially in fixed-term contract (FTC) roles, is understood to be predominantly female. As a result, ending FTCs without renewal may unintentionally affect more women than men. This could lead to indirect discrimination, where a policy or practice that appears neutral has a worse effect on one group compared to others. Additionally, many of the affected roles may be lower paid, meaning the financial impact on women could be more significant and may reinforce existing inequalities. 
 
At this stage, there is no clear evidence of disproportionate impact on other protected groups such as race, disability, or age, but this is due to a lack of detailed equality data on the 35 FTC staff. Further analysis is required to confirm whether other groups may also be affected. 
 
To meet the requirements of the Equality Act 2010 and ensure due regard is given, the Trust will ensure that decisions are based on objective business needs rather than personal characteristics. It will also monitor the equality profile of affected staff, offer fair and transparent redeployment opportunities, and document all decisions to demonstrate that equality considerations have been fully taken into account. 
  
23. 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 
	L 

	Disability 
	L 

	Gender reassignment 
	N 

	Race 
	L 

	Religion/Belief 
	N 

	Pregnancy and maternity 
	M 

	Sexual Orientation 
	N 

	Sex 
	M 

	Marriage and civil partnership 
	N 

	Additional Consideration: 
	 

	Low income/low wage 
	M 

	Care Leavers 
	L 


 
Potential impact is greater for women (workforce is majority female) and those on lower incomes who are more likely to be on fixed-term contracts. 
  
2.5 	How could the disproportionate negative impacts be mitigated or eliminated?  
 
The proposal may have a medium-level negative impact on the protected characteristic of sex (particularly women), as well as on those who are pregnant or on maternity leave, and individuals on low incomes. To mitigate these impacts and comply with the Equality Act 2010, the following actions will be taken: 
 
Action Required: 
 
· Conduct equality screening during each contract reviews 
Each fixed-term contract (FTC) will be reviewed individually, with equality considerations built into the decision-making process. This ensures that any potential disproportionate impact is identified early. 
 
· Offer redeployment to vacant positions or provide recruitment techniques and support to affected staff where possible 
Affected staff will be supported through redeployment opportunities, access to internal vacancies, and career advice. Where redeployment is not possible, support will be offered to help staff apply for other roles. 
 
· Consult with unions and HR to ensure fair and transparent decision-making 
HR and union representatives will be engaged throughout the process to ensure decisions are consistent, fair, and legally compliant. 
· Monitor the equality profile of affected individuals. 
 
The Trust will collect and analyse equality data (e.g. sex, maternity status, pay grade) for all FTC staff in scope. This will help identify any patterns of disproportionate impact and inform adjustments to the approach if needed. 
 
· Ensure compliance with employment law, especially relating to maternity and disability rights 
Particular care will be taken to ensure that staff on maternity leave or with disabilities are not unfairly disadvantaged. Legal obligations under the Equality Act 2010 and employment law will be strictly followed. 
 
These mitigations aim to reduce the risk of indirect discrimination and ensure that all decisions are made fairly, transparently, and in line with the Trust’s values and legal duties. 
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.  
 
Human Resources (HR) 
· Role: Provided workforce data, supported the identification of fixed-term contracts (FTCs), and advised on redeployment and employment law implications. 
· Equality Impact: HR highlighted the need to monitor for indirect discrimination, particularly in relation to sex and pregnancy/maternity, and advised on fair redeployment processes. 
Finance 
 
· Role: Validated the estimated savings (£133k) and ensured no double-counting of salary savings. 
 
· Equality Impact: No direct equality impacts identified, but Finance supported the need for careful tracking of savings to avoid unintended consequences. 
 
Heads of Service 
· Role: Engaged in early discussions to identify FTCs that could be ended and assess operational risks. 
 
· Equality Impact: Heads of Service raised concerns about potential service disruption and the need to manage transitions sensitively, especially where FTC staff are embedded in teams. 
 
Additional Equality Impacts Identified Through Consultation 
· Sex (Gender): HR confirmed that FTC roles are likely to be disproportionately held by women, increasing the risk of indirect discrimination. 
 
· Pregnancy and Maternity: HR flagged the importance of ensuring that staff on maternity leave are not unfairly disadvantaged in the review process. 
 
· Low Income: It was acknowledged that many FTC roles may be lower-paid, and job loss could have a significant financial impact on affected individuals. 
Section 4: What evidence have you used? 
 
4.1	What evidence do you hold to back up this assessment?  
 
To assess the potential equality impacts, the following sources have been considered: 
· Workforce profile data (Bradford Children and Families Trust)  
· Bradford Council Equality Objectives 
· Internal HR data 
· Equality Act 2010 guidance: Emphasises the need to avoid indirect discrimination in employment policies and practices. 
 
To assess the potential equality impacts of the proposal, the following sources of evidence have been considered: 
 
· Workforce Profile Data (Bradford Children and Families Trust) 
The business case identifies that thirty-five staff are currently employed on fixed-term contracts (FTCs). While detailed demographic data (e.g. gender, age, ethnicity) is not included in the business case, internal understanding suggests that women predominantly hold FTC roles. This informed the assessment of potential indirect discrimination based on sex. 
 
· Internal HR Data 
HR has supported the identification of FTCs and provided insight into the employment patterns and risks associated with ending temporary contracts. HR also advised on redeployment processes and the need for fair and transparent decision-making. 
 
· Bradford Council Equality Objectives 
These objectives emphasise the importance of reducing inequality, promoting fairness in employment, and ensuring that organisational change does not disproportionately affect vulnerable groups. 
  
· Equality Act 2010 Guidance 
The Equality Act requires public bodies to give due regard to eliminating discrimination, advancing equality of opportunity, and fostering good relations. The assessment has been guided by the Act’s principles, particularly around avoiding indirect discrimination in employment practices. 
 
· Business Case Document (15 July 2025) 
The business case itself outlines the rationale, scope, and potential impacts of the proposal. It confirms that no redundancies are currently planned, but that 35 FTC roles are in scope for review and potential non-renewal. It also acknowledges the need for monthly monitoring and HR oversight. 
  
4.2	Do you need further evidence? 
 
Yes, further evidence would strengthen the assessment, particularly in the following areas: 
 
To strengthen the assessment of equality impacts, further evidence is required in several key areas. Firstly, while the business case confirms that thirty-five fixed-term contract (FTC) roles are in scope, it does not include demographic breakdowns such as gender, age, ethnicity, or disability. Collecting and analysing this data would help determine whether any protected groups are disproportionately represented and therefore more likely to be negatively affected by the proposal. 
Secondly, understanding whether these FTC roles are concentrated in lower pay bands would support the assessment of impact on low-income staff and help identify any links to gender or age-related inequalities. Thirdly, identifying whether any FTC staff are currently on or due to take maternity or parental leave would be essential in assessing the risk of discrimination related to pregnancy and maternity. Finally, gathering feedback from affected staff or trade unions could provide valuable insight into perceived fairness, unintended consequences, and opportunities for mitigation. This qualitative evidence would complement the quantitative data and ensure that the Trust’s decisions are informed, inclusive, and legally compliant. 
Section 5: Consultation Feedback 
 
 
5.1	Results from any previous consultations prior to the proposal development. 
 
No formal consultation with protected groups or key stakeholders took place prior to the development of the proposal. While internal services such as HR and Heads of Service were engaged in early planning, there is currently has not been engagement with staff representatives, unions, or equality networks. The Trust will need to undertake targeted consultation, particularly with groups likely to be disproportionately affected (e.g. women, low-paid staff, and those on maternity leave). 
 
5.2	The departmental feedback you provided on the previous consultation (as at 	5.1). 
 
 
Internal engagement has taken place with the following departments: 
 
· Human Resources (HR): Provided workforce data and supported the identification of FTCs. HR also advised on redeployment processes and the need for fair and transparent decision-making. HR and Heads of Service acknowledged the operational risks of ending FTCs and the need for early communication with affected staff. 
 
· Finance: Reviewed the financial implications and validated the estimated savings of £133k. Finance emphasised the importance of avoiding double-counting savings and ensuring alignment with the Medium-Term Financial Strategy. 
 
 
· Heads of Service: Engaged to assess operational risks and identify FTCs that could potentially end without service disruption. 
 
 
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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