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consultation. The previous outcome of consultation report for the first period of consultation 
can be seen in the supporting documents. 

Unison have provided a written response via email on 16 April 2024 and GMB have raised 
some questions periodically through the consultation processes, all of which we have 
responded to in full.  

A cohort of employees have grouped together to also provide their collective response to the 
consultation. 36 employees in this collective.  

Employees have provided feedback, asked questions and made alternative suggestions. It is 
noted that not so many suggestions were forth coming as the first consultation and following 
the outcome documents from the first consultation, assuming that many employees felt they 
had answers to their questions and understood why the suggestions raised were not viable 
options.  The further suggestions have been categorised for the consideration and follow later 
in the report.  

Since the collective consultation started (phase2), we have had 2 leavers so the data which 
follows will reflect 143 employees in the current cohort now rather than 145 which 
commenced the consultation. (Reasons for leavers were voluntary resignation).  

Equality duty 
Implications 

Give details of any Joint Equality, Public Health, Data Protection and Sustainability Impact 
Assessments. 

A full (select Equality and Public Health, Data Protection, Sustainability) Impact Assessment 
has been carried out in respect of the recommendations.  
This identified potential negative impact for: Age and Sex 

Age: Potential negative impact for those who are over 55 years old and are having reduced 
hours, due to the implications of pension payments and benefits based on age, changing 
going forward, but will not impact payments and benefits already accumulated, and scheme 
they have signed up to, for their individual pension, varied and numerous factors may impact 
at an individual level. Whilst those within the proposal may be impacted based on age, the 
wider and longer term proposal will mean that those remaining / continuing (all staff other 
than those on 37 hour contracts) in 35 hour based employment (or part time work) will have 
increased job security, and this will be positive across the council for those of working age, 
due to an increase in savings / financial benefit, as well as those future generations across the 
county, hoping to secure work. 
Pregnancy & maternity: Within this protected characteristic, there may be potential negative 
impact if someone is additionally in receipt of government support and payments relating to 
their pregnancy or maternity status. Consideration for those impacted by the proposal will be 
supported in line with our relevant policies within the categorisation of pregnancy and or 
maternity periods of employment. 
Sex: At the commencement of the first phase of consultation there are 48 women (average 
pay of £40,860) and 111 men (average pay of £41,055) impacted by this proposal. Research 
shows statistically more women have care responsibilities (as known within the council) 
outside of work than men within the organisation, and this may be one of a range of benefits 
to reducing hours, regardless of sex, for those with family responsibility and commitment. For 
instance there may be a reduction in salary, but the benefits provided with the employment 
and additional potential time at home, could be positive for some people. 
 
The suggested scheme will impact a small percentage of workers at WCC and totals 143 
people. Additional, notable potential impacts are based around capacity and resources 
within the service areas that see a colleague impacted by the proposal and will subsequently 
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