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Haringey

Appendix F
Haringey Council

Equalities Impact Assessment (EqlA)
for Organisational Restructures

Date: 21st February 2011

Department and service under review:
Culture, Libraries & Learning/ Libraries, Archives and Museum

Lead Officer/s and contact details:

Diana Edmonds x4101

Contact Officer/s (Responsible for actions):

Maria Stephanou x2736
Erica Worth x2764

Summary of Assessment (completed at conclusion of assessment to be used as
equalities comments on council reports)

The Equalities Impact Assessment for service restructures should assess the likely
impact of restructuring on protected equalities groups of employees by: age, disability,
gender reassignment, pregnancy and maternity, race, religion or belief, sex (gender),
sexual orientation.

The assessment is to be completed by the business unit manager with advice from

HR. Itis to be undertaken by an assessment of the basic employment profile data and
then answering a number of questions outlined below.
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PART 1
TO BE COMPLETED DURING THE EARLY STAGES OF CONSULTATION WITH
STAFF/ UNIONS ON THE STRUCTURE

Step 1 — Aims and Objectives

1. Purpose — What is the main aim of the proposed/new or change to the existing
service?

The purpose of the changes is to achieve the level of savings required by the Council in
the context of the budget challenges faced by the Council over the next three years, as a result
of substantial Government cuts to local authority funding and the in-service loss of the Area
Based Grant which supported 5.5 FTE front line posts.

The intention of the proposed changes is to support the continued delivery of library, archive
and museum services from all current sites, in part through the maximization of RFID/self
service technology, but with a reduction in Sunday opening hours in the library service and a
reduction in the public archives search room opening hours on Saturdays and Bruce Castle
Museum on Public Holidays.

The proposed changes to achieve this are:

Total | Total | Post Proposed

no. of | FTE action

posts

2 2 Museum Attendant (Sc4) Deletion of 1
post

1 1 Archivist & Records Manager (PO2) Deletion of 1
post

2 2 Records Management Officer (SO1) Deletion of 2
posts

1 1 Museum & Archives Officer (SO1, evaluated) Creation of 1
new post

7 6.16 Site Manager (Sc3) Deletion of 3
posts

3 3 Library Assistant Driver (Sc4) Deletion of 1
post

2 1.5 Acquisitions Librarian (Sc6) Deletion 1 FTE
post

1 1 Library Manager: Marcus Garvey Library (PO3) Deletion of 1
post

6 6 Branch Manager (SO1) Deletion of 1
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FTE post
39 31 Library & Information Officer (Sc4) Deletion of 2.5
FTE posts

The following are vacant posts to be deleted

No. FTE Post

of

posts

1 1 Reminiscence & Curatorial Support Officer
3 0.57 Library Counter Assistant Sc 2 (0.19 FTE)

The following are occupied posts to be deleted — where Voluntary Redundancy
has already been agreed as part of council-wide process

No. FTE Post

of

posts

1 0.5 Acquisitions Librarian (Sc6)

1 0.42 | Library Counter Assistant Sc 2 (0.42 FTE)

3 2 Library & Information Officer (Sc4)

1 1 Children’s Librarian (SO1) - bumped redundancy

In addition one Branch Librarian post will be reduced from 36 to 18 hours following the
approved flexible retirement application of the post holder.
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The total of all these changes by grade is summarised below:

Grade Current FTE Proposed FTE
Sc2 13.55 12.56

Sc3 6.16 3.16

Sc4 38 31.5

Scb6 11.5 10

SO1 215 17

PO2 1 0

PO3 5 4

Grade

Group

Sc1-5 57.71 45.22

Sc6-SO1 | 33 27

PO1-3 6 4

2. What are the main benefits and outcomes you hope to achieve?

The proposed changes seek to support the continued delivery of library, archives and
museum services from all current sites, with only a small impact on service opening
hours. Some savings will be achieved from increased use of RFID/self issue
technology, particularly in stock services. The Museum and Archives services, which
have worked informally together for many years, will now be formally integrated.

3. How will you ensure that the benefits/ outcomes are achieved?

Proposals for the revised establishment are being consulted on with staff and unions.
Applications for Voluntary Redundancy have been invited from staff in affected groups
in order to minimise compulsory displacement. Staff will be appointed to the service in
accordance with the final approved structure and any internal transfers for staff with
generic job descriptions will be done in accordance with the Staff Transfer Policy.

Proposed changes to library and archives services opening hours are the subject of a
separate Equalities Impact Assessment.

Step 2 — Current Workforce Information & Likely Impact of
your proposals

Note — there is an Excel template that accompanies the EIA Service Restructure
template on Harinet. This is to help you complete the tables of staff information and %
calculations. You will also find the latest Annual Council Employee Profile on Harinet
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(based on data for a financial year) to help complete the council and borough profile
information. Ask HR if you cannot find it.

1. Are you closing a unit? No
e If No, go to question 3.

e If Yes, please outline how many staff will be affected broken down by race, sex
(gender), age and disability.

e In addition if you have information on the breakdown of your staff by the following
characteristics: gender reassignment, pregnancy and maternity, religion or belief,
sexual orientation; you must consider the impact on these groups.

2. Can any staff be accommodated elsewhere within the service, business unit or

directorate?

e If Yes, identify how many by race, sex, age and disability. And where possible
identify the number by gender reassignment, pregnancy and maternity, religion
or belief, and sexual orientation.

Race

3. Provide a breakdown of the current service by Grade Group and Racial Group
following the format below.

No. of BME %
Total Race in
Staff in Not % of % of | White % of % of Council BME%
Grade Servic | Declared | Service | White | Service | Other | Servic | BME | Service grade Borough
Group e Staff Total Staff Total staff | e Total | Staff Total group Profile
Sc1-5 92 0 0 18 |20 14 15 60 65 67
Sc6 — 47 15 32
SO1 1 2 19 40 12 26 57
PO1-3 13 0 0 8 62 4 31 1 8 47
PO4-7 3 0 0 3 100 0 0 0 0 39
PO8+ 2 0 0 1 50 1 50 0 0 20
TOTAL 172 2 1 54 31 38 22 78 45 54

Note — Sc1-5 — approx £14,900 - £23,300; Sc6 — SO1 approx £23,950 - £28,000; PO1-3 approx £28,800 - £36,300;
PO4-7 approx £36,300 - £47,200; PO8+ approx more than £48,500.

4. Highlight any grade groups that are very under represented (10% or more
difference) compared with the council profile and where relevant the borough profile.

BME staff in the grade groups Sc6-SO1, PO1-3, PO4-7 & PO8+ are all very under
represented compared with the council profile.
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5. Do any ring fences disproportionately impact on staff from one ethnic minority group
(white, white other, asian, black, mixed race) or Black & Minority Ethnic (BME) staff
only?

e If No, go to question 8. No

e If Yes, how many of these staff might be displaced?

6. By how much does these staff change the % (percentage) of BME staff in the
structure? Show start and end %.

7. Can any of these staff be accommodated elsewhere within the proposed new
structure or can you amend the structure to accommodate them e.g. consideration of
flexible working or reduced hours including flexible retirement, voluntary reduction of
grades, etc.?

This post will be included in the ring fencing arrangements as part of the Restructure of
the Feedback and Information Team.
e If Yes, how many and what effect do they have on the BME %? Show start and
end %.

Gender

8. Provide a breakdown of the current organisation by Grade Group and Gender
breakdown following the format below

%
Total No. % of No. % of % Females | Females
Grade Staffin | Male | Service | Female | Service | in Council in
Group Service | Staff Total Staff Total | grade group | Borough
Sc1-5 92 38 41 54 59 68
Scb6 — 12
SO1 47 26 35 74 74
PO1-3 13 5 38 8 62 62
PO4-7 3 1 33 2 67 64
PO8+ 2 0 0 2 100 52
TOTAL 172 63 37 109 63 67

Note — Sc1-5 — approx £14,900 - £23,300; Sc6 — SO1 approx £23,950 - £28,000; PO1-3 approx £28,800 - £36,300;
PO4-7 approx £36,300 - £47,200; PO8+ approx more than £48,500.
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9. Highlight any grade groups that are very under represented (10% or more
difference) compared to the % of females/males in the council.

Males are very under represented in the PO8+ group compared to the % of
females/males in the council.

10. Do any ring fences disproportionately impact on impact on female or male staff?

Yes - some do
e The Sc3 Site manager group is all male.
The Sc4 Museum Attendant group is all male
The Sc4 Library Assistant/Driver group is all male.
The Sc 6 Acquisition Librarian group is all female.
The SO1 Records Management Officer group is all male.
The PO2 Archives and Records Manager post holder is female.
If No, go to question 13.

e If Yes, how many female / male staff might be displaced?
3 females and 6 males will be displaced from the groups above.

11. By how much do these staff change the % (percentage) of female/male staff in the
whole structure? Show start and end %.

This will change the percentage of female/male staff from 63% female and 37% male to
65% female and 35% male.

12. Can any of these staff be accommodated elsewhere within the proposed new
structure or can you amend the structure to accommodate them e.g. consideration of
flexible working or reduced hours including flexible retirement, voluntary reduction of
grades, etc.?

No.
e If Yes, how many and what effect do they have on the female/male%? Show
start and end %.
Age

13. Provide a breakdown of the current organisation by Grade Group and Age
breakdown following the format below

16 -24 25-34 35-44 45-54 55 - 64 65+
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% of % of % of % of % of % of
Grade Total No. Grade No. Grade No. Grade No. Grade No. Grade No. Grade
Group Staff | Staff | Group | Staff | Group | Staff | Group | Staff | Group | Staff | Group | Staff | Group
Sc1-5 92 7 8 24 26 23 25 23 25 15 16 0 0
Sc6 — SO1 47 1 2 7 15 7 15 21 45 11 23 0 0
PO1-3 13 0 0 0 0 3 23 6 46 4 31 0 0
PO4-7 3 0 0 0 0 2 67 1 33 0 0 0 0
PO8+ 2 0 0 0 0 0 0 0 0 2 100 0 0
TOTAL 172 13 8 33 19 37 22 55 32 34 20 0 0
Council
Profile 4460 117 | 3 784 18 1108 | 25 1574 | 35 821 18 56 1
Borough 22560 2120
Profile 0 29779 | 13 49858 | 22 31736 19 44669 | 20 16694 | 7 6 9

Note — Sc1-5 — approx £14,900 - £23,300; Sc6 — SO1 approx £23,950 - £28,000; PO1-3 approx £28,800 - £36,300;
PO4-7 approx £36,300 - £47,200; PO8+ approx more than £48,500.

14. Highlight any grade groups with a high level of staff from a particular age group
compared to the compared to the council profile.

There is a higher percentage of staff from the 16-24 age group in the service compared

with the council profile.

15. Do any ring fences disproportionately impact on staff from one age group only?

Only the deletion of The Archives & Records Manager post impacts on one age group

(35-44) only.

If No, go to question 18.

If Yes, how many of these staff might be displaced?

One member of staff will be displaced.

16. Does the displacement of these staff result in no representation of staff from a

particular age group within the structure as a whole?

No

17. If Yes, can any of these staff be accommodated elsewhere within the proposed
new structure or can you amend the structure to accommodate them e.g. consideration
of flexible working or reduced hours including flexible retirement, voluntary reduction of

grades, etc.?

If Yes, how many and what effect do they have on a particular age group? Show

start and end %.
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Disability

18. Identify the total number of disabled staff in the service following the format below:

No. of
Disabled | % of Grade | coyngil
Grade Group Total staff |  Staff Group profile
Sc1-5 92 10 10.87 7
Sc6 — SO1 47 5 10.64 9
PO1-3 13 0 0 7
PO4-7 3 1 33.33 7
PO8+ 2 0 0 3
TOTAL 172 16 9.3 7
Borough Profile

Note — Sc1-5 — approx £14,900 - £23,300; Sc6 — SO1 approx £23,950 - £28,000; PO1-3 approx £28,800 - £36,300;
PO4-7 approx £36,300 - £47,200; PO8+ approx more than £48,500.

19. Do any ring fences disproportionately impact on disabled staff?

No
e If No, go to question 21.

e If Yes, how many of these staff might be displaced? Show start and end numbers
and %.

20. Can any of these staff be accommodated elsewhere within the proposed new
structure or can you amend the structure to accommodate them e.g. consideration
of flexible working or reduced hours including flexible retirement, voluntary
reduction of grades, etc.?

e If Yes, what effect will this have on the number of disabled staff? Show start and
end numbers and %.

21. In addition to the above analysis of race, sex, age and disability you will need to
consider the impact on groups with the following characteristics: gender reassignment,
pregnancy and maternity, religion or belief, sexual orientation. Please ask HR for help
with the data on:

Gender Reassignment
Religion/ Belief

Sexual Orientation
Maternity & Pregnancy

22. If you provide services to residents please also identify the potential impact/
issues relating to the change in service delivery as a result of your proposals.
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The changes in service delivery resulting from our proposals will be a reduction in
weekend opening hours. Currently four libraries open on Sundays 12-4pm. The
proposal is to reduce this to Wood Green library only.

The public archives search room will open alternate Saturdays 1-5pm rather than every
Saturday 1-5pm. Bruce Castle Museum will not open on Public Holidays.

These service delivery proposals are the subject of a separate Equalities Impact
Assessment and an Impact Survey of library customers is proposed to evaluate the
effect on customers of the proposed changes to Sunday opening.

Date Part 1 completed — 28/3/2011

PART 2
TO BE COMPLETED AT THE END OF CONSULTATION WITH STAFF/ UNIONS
ON THE STRUCTURE

Step 3 — Consultation

Outline below the consultation process you undertook, what issues were raised
(especially any relating to the eight equalities characteristics).

The consultation process followed is outlined below:

¢ Informal notification given to the members of staff affected, their Managers and other staff
beginning of January/February 2011. Diana Edmonds informed UNISON representatives
during January 2011.

o The proposals issued formally on the 2nd March 2011 to staff and UNISON representatives
and formal consultation commenced for one month on that date.

e Staff requesting VR to do so by 15" March 2011.

e Any member of staff wishing to meet with the Library Serviced Delivery Manager, Maria
Stephanou or with the Assistant Director, Diana Edmonds on an individual basis either with
or without their representative, to request this within the allotted time period.

e A formal meeting with representatives of the Trade Union scheduled on 23" March 2011 to
discuss feedback. Staff to submit their formal feedback to their Trade Union to do so in time
for this meeting.

¢ Following one month consultation and approval of the final proposals, selection interviews to
take place during April 2011 and displaced people identified.

e By May 2011 contractual notice to be issued where relevant and redeployment will run at
the same time. This will be between 4 to 12 weeks depending on the length of time staff
have been employed by the London Borough of Haringey.

e By June 2011 the new structure to be in place and staff will be on notice if notice is beyond
4 weeks.
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Schedule of Staff Briefings

Date Details Location
2"? March 2011
8.45am -9.30 Library Assistant/Drivers Hornsey Library
9.30-10 Library Site Managers ¢
10 -11.30 Library and Information Officer posts | *
and SO1 Posts
12-1pm & 4.30-5.30 Library Site Managers Wood Green
2-3pm Acquisitions Librarians Library
4-5 Library Managers ¢
3" March 2011
9am - 10 Branch Managers Wood Green
10 - 11 Library and Information Officer posts | Library
and SO1 Posts ¢
11.30 - 12 Library Site Managers
Hornsey Library
2-3 Records Management Officers &
Archives and Records Manager Wood Green
Library
4-5 Library & Information Officer & SO1

posts

Marcus Garvey
Library

4" March 2011
9.30-10.30

11 -12pm
2 -3pm
4-5pm

Museum Attendants

Consult with staff affected that have
not been present at previous
meetings

Bruce Castle
Museum

Marcus Garvey
Library

Wood Green
Library
Hornsey Library

The issues raised by Unison are given below. Management responses are in red.
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CULTURE, LIBRARIES AND LEARNING — UNISON RESPONSE TO BUDGET CUTS
AND ESTABLISHMENT CHANGES

Management Response to Unison Comments

Redundancies

We recognise the difficult financial situation the Council is currently in; however, we are
formally restating our complete opposition to compulsory redundancies as a way of
achieving reductions. It is our belief that the Council should be operating a joined-up
approach to managing change. This should include creative use of “bumping” to
facilitate voluntary redundancy applications and avoid compulsory redundancies. There
should also be proactive consideration of options such as voluntary reductions in hours,
flexible working, etc. Where staff support such options, the normal “business case”
process for approval should not be applied, given that the aim is to avoid compulsory
redundancies.

We are doing our best to avoid the need for compulsory redundancies as much as
possible.

Site Managers

There are currently 2 site managers at Wood Green Library. We believe that the
reduction to 1 could create significant health and safety risks.

There are a large number of incidents at this library involving members of the public,
including theft and problems with gangs, and the Site Managers are expected to deal
with these. Currently, the second site manager on duty acts as a back-up and support
during these incidents. This is essential given the nature of some of the incidents that
occur. If 1 site manager now has to deal with these incidents alone, then that worker
could be put at risk.

The amount of tasks that site managers carry out at Wood Green mean that it will be
impossible for them to be done by one person. This is because of the size of the library
and the number of visitors it has. If the number of Site Managers is reduced, then this
will put excessive pressure on staff on the counter, which in turn will impact on the work
they are meant to be doing. Site Managers at Wood Green often have to move around
large items of furniture; it will not be safe for one staff member to do this alone, so
please clarify how this issue will be dealt with. Also, how will large deliveries be dealt
with? For example, photocopying paper usually arrives in boxes of 50. Will one person
be expected to deal with this? The lift at Wood Green breaks down approximately 3
times a month and can be out of use for a few days. When this happens, Site Managers
have to escort library users with disabilities in the goods lift (as they cannot use this
unaccompanied). Although there is no problem with doing this, the issue is that at the
moment when one Site Manager does this, the other is carrying out other tasks. This
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will be much more difficult with only one Site Manager, and the likelihood is that many
tasks simply will not get done due to lack of time.

Hornsey Library currently has a Site Manager on duty all the time that the library is
open. There will now be no-one on duty between 11.30am and 4.00pm. Please clarify
who will deal with the issues that Site Managers usually deal with in this period. As with
Wood Green, this may create excessive pressure on other staff.

There are classes/events that take place at Hornsey and finish at 12.30pm. These take
place in the gallery, which is supposed to open to the public at 1.00pm. However, there
will be no Site Manager on duty to deal with clearing away chairs, tables, etc. at this
time. Please clarify how this will be dealt with. It will not be reasonable to expect other
library staff to do this.

Management have stated that Site Manager cover at St Ann’s will only be provided
“‘when essential.” This library has events on a regular basis, sometimes several a week,
so please clarify how this is going to work. It will not be reasonable to expect library staff
to carry out site management tasks at St Ann’s.

Events help to promote a positive image of libraries and some of them also bring in
revenue, and Site Managers work hard to facilitate these. However, in order for these
events to take place, an appropriate level of site management support needs to be
provided. If management want to cut this, then it may be the case that the current level
of events cannot be maintained. | understand that management have considered using
agency security guards to cover some of the tasks of Site Managers. It is unacceptable
to be considering the use of agency staff to replace staff who could be made redundant,
and it is difficult to see how this will save money. Security guards may not carry out all
the tasks that a Site Manager does.

It is proposed that Site Managers will not start until 8.00am. However, in some buildings
cleaners start work at 7.00am. Who is going to unlock the building to let them in, and
who is going to be responsible for the security of the building between 7.00am and
8.00am?

Site managers usually work in one building only. If they are expected to work more
flexibly, they will need training and familiarisation with regard to the different buildings.

Please provide copies of the risk assessments that have been completed in relation to
the reduction in site managers. If these have not been completed, then this needs to be
done as soon as possible.

Given the concerns raised about this, it is clear that management have not talked to
Site Managers about what they actually do and that they have not attempted even the
most basic analysis of what work is done by them and how many people are reasonably
needed to do it. We believe that management have simply failed to take into account
the amount of work that Site Managers do, and have underestimated the importance of
this work to the smooth and safe running of Libraries. They sometimes struggle to do

Page 13 of 23



the amount of work that is expected of them with their current staffing levels, and this
will become even more difficult if there is a staffing reduction. Please note that it will not
be reasonable to simply expect other library staff to carry out the tasks that are currently
carried out by Site Managers.

Overall, we believe that management will not be able to provide the required level of
site management services if this staffing reduction is approved, and that this could lead
to health and safety risks for both staff and library users.

We understand that one Site Manager has applied for voluntary redundancy and that
another is due to retire soon. Given that this is a reduction of two posts, and given the
potential risks of reducing staffing in this team further, we are proposing that there are
no further cuts beyond this. Management should also explore whether staff would agree
to cutting their hours to so that redundancies can be avoided.

We have taken account of representations from Unison and have now discussed this
issue in detail with the Site Managers and with other library staff. In order to strengthen
Site Manager cover, we are therefore proposing to add back in a 0.5 post (weekdays
only). This has the advantage of ensuring that at the Central Library site manager lunch
breaks are fully covered and that there is a regular period of overlap where two
members of staff are available for tasks specifically requiring two people; the Senior
Site Manager is also able to give assistance as at present.

The additional post will also provide Hornsey Library with longer hours of cover — until
1pm on most days to ensure that the Gallery can be readied for public opening. We will
look at scheduling events/classes around the times that Site Manager cover is available
if this type of support is necessary to support the activity.

When the public lift is out of order it is not only site managers who can escort library
users who need to use the goods lift. Other members of staff can (and do) assist library
users in this way if a site manager is not available.

The proposal for site managers at Hornsey Library to start at 8 am will be possible as
the keys for the building will be given to Corporate Property Services who provide the
cleaning services in our buildings. They have already requested a set for the cleaning
supervisor to enable cleaning staff to start before 7am as happens in other council
buildings.

Training will always be provided where needed for any site manager working in a less
familiar environment. However all site managers are appointed to the service and are
expected to work flexibly as many do already.

Senior Librarians

We understand that no-one in this ringfence is now at risk of being made redundant,
which is welcome, but we would like confirmation of this is writing.
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We are pleased to confirm that no Senior Librarian is at risk of being made redundant at
present. One redeployee from HALS is currently working on a fixed term contract but
this does not end until September 2012.

Staff have not expressed any strong opinions for or against the creation of a generic
Senior Librarian role and job description. However, there are a number of issues that
need to be clarified. The staff in this ringfence currently carry out different roles. Some
are Branch Managers, and the rest specialise in different areas. If there is to be a
generic role, please clarify how this will work. For example, is it envisaged that the new
Senior Librarians will both manage branches and do specialist work? Will they be
peripatetic or based in one place? If the new structure is implemented, how will it be
decided who goes where? If staff are going to have to do work that they do not have
previous experience of, then training will need to be provided. If it is envisaged that staff
in post will simply continue to do what they are doing now, then please explain the
purpose of having a generic role.

Having consulted with staff, we do not feel that it is appropriate to proceed with the
creation of a generic job description at this point in time.

Children’s Librarians have been excluded from ringfence, but we understand that a
Children’s Librarian has been given a Branch Manager post at Muswell Hill. We need
clarification on what process has been followed here. It extremely concerning that one
person who was not in the Senior Librarian ringfence was given a job that other staff in
the ringfence may have had a legitimate claim on, especially when there was a potential
redundancy in this ringfence. Also, we understand that there is an acting-up Branch
Manager at Stroud Green. With regard to Branch Manager posts, it is a matter of great
concern that one staff member appears to have simply being given a post (at Muswell
Hill), and another is acting up (at Stroud Green), when there is a permanent staff
member who is only in a temporary post as a Senior Librarian at Coombes Croft, and
who therefore may face redundancy when the post comes to an end. This creates the
worrying possibility that staff are being treated differently, to the detriment of some and
the advantage of others.

We needed to reduce the Children’s Librarians from 4 to 3 across the borough. At
Muswell Hill, unlike any other Branch Library there were 2 SO1 posts i.e. a Branch
Librarian post and a Children’s Librarian post. This situation was unsustainable and
unjustifiable in the current financial climate and so the decision was taken to delete the
Children’s Librarian post based at Muswell Hill. The Branch Librarian at Muswell Hill
requested voluntary redundancy and this provided us with an opportunity to avoid a
compulsory redundancy by offering the role on a bumped redundancy basis to the
Children’s Librarians. One of the Children’s Librarians agreed to take up the role and
so this has been successfully achieved.

No staff have been appointed to vacant posts. Any permanent vacancies that arise will
be recruited to using Council procedures. The person acting up at Stroud Green library
is covering for the gap at SO1 level created by the maternity leave of the Children’s
librarian at Hornsey library.
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In relation to the staff member currently based at Coombes Croft, we are pleased to
confirm that she will be included in any ring fences which apply to that level of staff.

Library and Information Officers

These are front line staff who are essential to the effective running of the service. Given
the importance of these roles, we are requesting that management do not implement
this cut as the savings will be negligible

The staffing reductions in this area will be obtained entirely via voluntary redundancy.
We are proposing to reduce this tier of staff by two library and information officers and
feel that this reduction can be managed.

Mobile and Housebound

A Library Assistant/Driver post will be cut. It is stated that “the impact of this will be
minimised by the more regular involvement of the Community Programmes Officer:
Wellbeing and Access in the direct delivery of Mobile and Housebound services.”
Please clarify what this means. It seems to mean that the stated postholder will be
expected to carry out the duties of the deleted post in addition to those of their own
post. It is not acceptable to cut posts and simply pass the duties onto somebody else,
who will already have their own full workload.

Assistance in service delivery is already part of the Community Programmes Officer:
Wellbeing & Access’s role. The post holder will contribute more regularly to service
delivery and it is recognised that this will result in less time to be spent on other
activities.

Stock Section

| have not had any comments from staff about this. However, the proposal states that
the postholders will be given the opportunity to apply for VR, and if they do not do this
then it will be assumed that will both be expressing an interest in being considered for
the remaining 0.5 post as a suitable role. This does not appear to follow the correct
procedure. If someone works full time, for example, then they may choose to take a 0.5
post but they couldn’t be forced to. Not taking VR would not necessarily mean that they
had accepted that this was a suitable post, and any staff in such a position should be
offered the opportunity to have a period of redeployment if that is what they want, in line
with council procedure. They should not be forced to go for the post. However, this all
depends on what the staff involved say they want and | am happy to have further
discussions about this if necessary.

It may be helpful to clarify that we have received requests for VR in relation to 1 post.

There will be no necessity for members of staff to reduce from a full-time to a part-time
position.
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Library Managers

We are concerned that Marcus Garvey will no longer have its own Library Manager.
This appears to be the latest in a series of attempts to downgrade the status of this site
from being a main library, as the other 2 main Libraries will still have Library Managers.
The Library Service Delivery and Development Manager will apparently take on the
responsibility for managing the library. However, given the extent of this post holder’s
other responsibilities, it is difficult to see how managing a main library can simply be
added on. We believe that the result will be that there will not be sufficient management
capacity in this library.

The Library Service Delivery and Development Manager is confident that she has
sufficient capacity for this task.

Sunday working

Following the 2007 restructure in Libraries, an agreement was reached at JCC
regarding Sunday working, which was that staff should only work 1 in 8 Sundays. The
current proposals will require staff who do not currently work on Sundays to start doing
so. Our view is that the existing agreement of 1 in 8 Sundays still stands and that these
staff should not be required to work more than this, unless they clearly state that they
are willing to do this.

Given that there is a planned reduction in Sunday opening, please clarify what will
happen to staff who only work on Sundays (if there are any).

There are no members of staff who work only on Sundays. We do not anticipate Library
and Information staff having to work more than one Sunday in 8. Site Mangers were
not covered by the previous agreement and will now be required to work one Sunday in
4.

Job description and candidate specification comments

Senior Librarian

To work reasonable additional hours as necessary to meet targets and complete tasks.
This is unreasonable for staff at this level and should be removed. Management should
ensure that the work that the postholders are expected to do can be completed within
their normal hours of work. Staff are under no obligation to work additional hours, and
doing so regularly can create significant health risks.

To occasionally deputise for the Library Manager or Senior Operations Manager as and
when required and to provide support as necessary, including day-to-day management
of the library and staff. It is not reasonable to expect the postholders to routinely have to
cover for other staff. The word “occasionally” is used, but the use of the phrase “as and
when required” strongly suggests that this would be more than “occasional”. In terms of
Library Managers, these jobs are graded at PO3, and it is not acceptable for SO1 staff
to be forced into deputising for them in addition to doing their own jobs. This is because
of the stress that the additional responsibilities will cause, and also the gap in the
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grades. Management should ensure that there are sufficient staff at each level to
ensure that this requirement is unnecessary.

To undertake any other reasonable duties within your competencies as required by the
Head of Service, Library Service Delivery & Development Manager, sometimes at short
notice to achieve the basic objectives of the Council. Any other duties that staff are
asked to undertake should be appropriate to their grade and relevant to what is already
contained in their job description. The overall workload that is given to staff needs to be
reasonable.

Please clarify why tasks relating to children are included when Children’s Librarians are
excluded from this process.

At this point we do not propose to introduce a generic “Senior Librarian” job description.

Museum and Archives Officer

Management appear to have included duties in the job description that seem to be
inappropriate for the type of role and the grade. It seems that the postholder will be
expected to cover duties that would formerly have been carried out by a Museum
Attendant or a Site Manager. Examples include:

- To assist members of the public in their use and enjoyment of facilities, with general
information, interpretation of displays, explanation of facilities and with directions, and
operation of equipment (e.q. stair lift) as necessary

- As Duty Officer (on a rota), to lead for the service in covering reception desk duties,
meet and greet visitors and those hiring facilities, patrol and supervise all areas to which
the public are admitted in accordance with set procedures;

- To carry out duties set out in procedures manuals/documents to safeguard the safety
of the public and staff, and well-being of collections and facilities;

- To ensure an efficient service by helping to monitor all safety and security procedures
and test equipment as required;

- To be responsible as a Duty Officer on a rota for the opening and closure of the
Museum and to act as a key holder;

- To assist with the implementation of emergency procedures.

- To assist in the moving of any furniture and equipment to ensure that proper facilities
and equipment are available for the public and staff, including booked meetings.

- To work as part of a team on a rota to prepare rooms for lectures or meetings,

assisting at evening and weekend meetings when necessary and clearing up after use
(including preparing tea and coffee by arrangement).
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It is unacceptable to fill a job description with an excessive number of duties to
compensate for cuts in other posts. Management are requiring that the postholder has a
degree, and the post is graded at SO1, yet the job description has several requirements
that would be typical of a much lower graded post. In reality, this is an unreasonable
attempt to put at least two completely different jobs together, and management need to
reconsider this.

To undertake any other reasonable duties and responsibilities within your competencies
as required by the Assistant Director of Culture, Libraries and Learning Service, Library
Service Delivery & Development Manager and the Resources & Performance Manager,
sometimes at short notice to achieve the basic objectives of the Council, the Directorate
and CLLS. Any other duties that staff are asked to undertake should be appropriate to
their grade and relevant to what is already contained in their job description. The overall
workload that is given to staff needs to be reasonable.

To work reasonable additional hours as necessary to meet targets and complete tasks.
This is unreasonable for staff at this level and should be removed. Management should
ensure that the work that the postholders are expected to do can be completed within
their normal hours of work. Staff are under no obligation to work additional hours, and
doing so regularly can create significant health risks.

To undertake any other weekend and evening work as required to ensure service
delivery. Staff are not obliged to work outside their contractual hours, or over and above
whatever agreement has been reached about evening and weekend working, so this
should be removed.

The candidate specification asks for a degree. Management guidance states that
qualifications should only be asked for if they are a legal requirement, or if they are
essential to the post (e.g. a professional qualification). Please explain why it is essential
that the postholder requires a degree. If management are not able to do this, then this
requirement should be removed.

The Museum has always been a small team of people who work together to deliver the
services at Bruce Castle. This means that all staff, from PO4 to Scale 4, need to know
how to - and actually do - carry out these front-of house duties. For the higher grade
posts this is not on an everyday basis currently but it is sufficiently regular in order to
cover leave, sickness, training, team meetings for the museum attendants’ post. For the
past 7 months, all members of staff have been involved in covering the front of house
duties on a rota since the deletion of the third Museum Attendant post.

For this new job description, this role will continue to be part of this routine and the
duties listed will be part of the Duty Officer’s role. This means that all staff will be rota’d
for a week to carry out and lead on these front-of-house requirements. Each officer will
therefore be the Duty Officer every 5 weeks during the working week, to work with and
support the remaining Museum Attendant and professional staff to deliver these
services.

A suitable level of education is required to ensure that the staff recruited to this post are
able to carry out the duties relating to the protection and managing of the historic and
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unique collections. As an Accredited Museum we are required to maintain national
standards. It would therefore be possible to say that a degree or equivalent is desirable
rather than essential.

Diana Edmonds
Assistant Director, Culture, Libraries and Learning

Chris Taylor
UNISON

Step 4 — Address the Impact

1. Are you in a position to make changes to the proposals to reduce the impact on
the protected groups e.g. consideration of flexible working or reduced hours
including flexible retirement, voluntary reduction of grades, etc. - please specify?
No

2. What changes or benefits for staff have been proposed as a result of your
consultation?

The number of site manager posts has been increased to better support front line
opening and address health and safety issues raised.

The generic senior librarian role will not be created at this time.
3. If you are not able to make changes — why not and what actions can you take?
4. Do the ringfence and selection methods you have chosen to implement your
restructure follow council policy and guidance?
Yes

5. Will the changes result in a positive/ negative impact for service delivery/
community groups — please explain how?

There will be some changes to service opening hours, a reduction in the libraries
stock fund and a cessation of grant funded wellbeing activities in libraries. The
proposed changes are the subject of a service delivery Equalities Impact
Assessment. The overall conclusion of the EIA is as follows;
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Equalities Impact Assessment for Sunday Closing of Library Sites: Conclusion
A survey was conducted between March 29" 2010 and April 12" 2010
investigating user responses to the proposal to close all libraries on Sundays
except Wood Green. A total of 1225 library users responded.
Responses were analysed against six major equalities strands. No groups could
be identified as likely to experience disproportionate problems with access to
libraries, access to stock and archive services. In short the proposals will
maintain the same services on a Sunday but at a single central site rather than
the four sites at present

6. How can you mitigate any negative impact for service users?

Please see Equalities Impact Assessment for Service Delivery for full details.

Date Steps 3 & 4 completed — 13/4/11
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Step 5 — Implementation and Review

1. Following the selection processes and appointment to your new structure are
there any adverse impacts on any of the protected groups (the eight equalities
characteristics). Please identify these.

2. If there are adverse impacts how will you aim to address these in the future?

3. Identify actions and timescales for implementation and go live of your new
service offer.

4. If you are not in a position to go ahead on elements of your action plan — why not

and what actions are you going to take?

5. Identify the timescale and actions for review of the restructure to ensure it
achieved the expected benefits/ outcomes.
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Step 6 — Sign off and publication

There is a legal duty to publish the results of impact assessments. The reason is not
simply to comply with the law but to make the whole process and its outcome
transparent and have a wider community ownership. You should summarise the
results of the assessment and intended actions and publish them.

COMPLETED BY (Contact Officer Responsible for undertaking this EqglA)

NAME:
DESIGNATION:
SIGNATURE:
DATE:

QUALITY CHECKED BY (Equalities,)

NAME:
DESIGNATION:
SIGNATURE:
DATE:

SIGNED OFF BY Director/ Assistant Director

NAME:
DESIGNATION:
SIGNATURE:
DATE:

SIGNED OFF BY Chair Directorate Equalities Forum

NAME:
DESIGNATION:
SIGNATURE:
DATE:

Note - Send an electronic copy of the EqIA to equalities@haringey.gov.uk; it will then
be published on the council website
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