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EQIA - Regional Review Programme - East 

1 Regional Review Programme decisions in the East 

The decisions on HMRC accommodation in the East are as follows: 
Table 1 – RRP Decisions in the East  

 

Date decision 
announced 

Urban Centre / 
Cluster 

Buildings reviewed 
Review 

Outcome 

Staff in post at 
announcement

1 

Churchgate, Peterborough Retain 99 

Clifton House, Peterborough Retain 114 

Ashurst, Peterborough Vacate 49 

Hereward House, Peterborough Vacate 133 

18 July 2007 rough urban 

centre 

Stuart House, Peterborough Vacate 55 

Peterbo

Alexander House, Southend Retain 1,666 

Kelting House, Basildon Vacate 19 

Regent House, Basildon Vacate 29 

Portcullis House, Southend Vacate 286 

18 July 2007 ban 

centre 

se (Dencora Court), 
Vacate 234 

Southend ur

Tylers Hou

Southend 

Triton House, Bury St Edmunds Vacate 49 4 December 

2008 Edmunds, Sudbury) 
Crown Building, Sudbury Vacate 33 

Cluster 1 (Bury St 

Government Buildings, Chelmsford Retain 62 4 Dece

Parkway House, Chelmsford Retain 49 

mber 

2008 (Chelmsford, Witham) 

Iceni House, Witham Vacate 36 

Cluster 3 

14 Headgate, Colchester Retain 87 4 Dece

Custom House, Harwich Retain 75 

Harlech House, Clacton-on-Sea Vacate 37 

mber 

2008 

-on-

hester, 

Harwich) 

Northgate House, Colchester Vacate 79 

Cluster 4 (Clacton

Sea, Colc

Custom House, Tilbury Retain 153 4 December 

2008 

 (Grays, 

Tilbury) 
Crown House, Grays Vacate 20 

Cluster 5

Custom House, Felixstowe Retain 240 4 December 

2008 

(Felixstowe, 

Ipswich) 
Haven House, Ipswich Retain 294 

Cluster 6 

                                                 
1 Source: Headcount data provided by HMRC business units at time of decision  
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St Clare House, Ipswich Retain 340 

King House, Luton Retain 170 

Terminal Building, Luton Retain 29 

Southgate House, Ste

4 December 

2008 

Cluster 9 (Luton, 

Stevenage) 

venage Retain 143 

Jansel House, Luton Vacate 78 

Nelson House, Norwich Retain 195 

St Cuthbert’s House, Norwich Retain 67 

24 Church Street, East Dereham Vacate 28 

Havenbridge House, Great

4 December 

2008 Dereham, Great 

Yarmouth, Norwich) 

 Yarmouth Vacate 126 

Cluster 11 (East 

Rosebery Court, Norwich Vacate 45 

Anglia House, Bishop’s Stortford Retain 82 

New Terminal, Stansted Retain 55 

Beaufort House, Harlow Vacate 44 

4 December 

2008 

hop’s 

Stortford, Harlow, 

Stansted) 

 

Cluster 12 (Bis

Terminus House, Harlow Vacate 21 

Portmill House, Hitchin Retain 7 

Cambridge House, Watford 110 Retain 

Exchange House, Watford Retain 0 

Gracemead House, Hatfield Vacate 21 

Lord Alexander House, Hemel 

Hempstead 
Vacate 47 

Sovereign House, Hertford Vacate 32 

4 December 

2008 , 

Hertford, Hitchin, St 

Albans, Watford) 

eauver House, St Albans Vacate 37 

Cluster 13 (Hatfield, 

Hemel Hempstead

B

Individuals:    

Cambridge Eastbrook, Cambridge Retain 160 

Huntingdon Chequers Court, Huntingdon Vacate 45 

King’s Lynn Custom House, King’s Lynn Vacate 3 

4 December 

2008 

King’s Lynn Vancouver House, King’s Lynn Retain 101 

 
 

These decisions are being implemented under the management of location-
specific Implementation Teams.  

Enquiry centre services will remain in their current location or nearby. 
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2 f estates and staffing 
2.1 s ,450 

he region
t that we will require around 4,300.   

2.2 m sions o e Peterborough and Southend 
urban centres on 18 July 2007 and the ‘cluster’ and ‘individual’ locations on 4 

008, HMRC action to mi he potentia uality 
entified in the original Impact Assessment (EQIA) 

documents. 

2.3 ional Rev  Programme (RRP) r lted in decisions to r in 23 
offices in the East.  Of these, three offices are to be retaine  

a offices 
to be vacated, seven are within urban centres, 16 within cluster locations and 

ithin individua ca

2.4 To date, seven offices have been fully vacated, and three are scheduled for full 
n during 2009/10. e been n ar cations alth h one 

office will be partially vacated during 2009/10 as an interim step towards full 
vacation at a later date.  Withdrawal from ten of the offices originally scheduled 

2009/10 has been deferred to a later vacation date, 

s of the RRP.  

el.  Businesses aim to feed 

s. 

its staff and it is for that reason that 
  HMRC is 

can be found at Appendices A to L. 

                                                

 East: summary o
HMRC has more office 
people work for us in t

pace than it needs in the
2, HMRC’s current busine

 East and while about 5
ss plans for 2011 

predic

Following the announce ent of deci n th

December 2
impacts id

 has taken 
 Equalit

tigate t l eq
y 

The Reg iew esu eta
d in urban centres,

l locations.  Of the 25 18 within cluster locations and two within individu

two w l lo tions. 

vacatio   There hav o ‘p tial’3 va oug

for full vacation during 
along with implementing the decisions for the four offices originally planned for 
full vacation by summer 2011.  The position on these buildings is to be 
monitored by local Implementation Teams and the Department’s Estate 
Consolidation Programme. 

2.5 Implementation Teams were set up to deliver the original decision
Where staff cannot relocate, either due to their journey being outside 
reasonable daily travel, caring responsibilities or disability, businesses are 
exploring alternative options.  As the Department considers those options, 
office accommodation will be provided for staff, either in their current location or 
at an alternative office within reasonable daily trav
back work to these staff for as long as it is viable to do so.  Taking these issues 
into account, the extent to which office space is vacated is being managed by 
the relevant Implementation Team, which will also bear in mind other issues, 
such as funding prioritie

2.6 HMRC values the skills and experience of 
staff are being asked to relocate with their work wherever possible.
making every effort to find alternative solutions for staff unable to relocate to 
another HMRC office.  Its primary concern, however, must be to meet its 
business objectives.  

2.7 The table below summarises the HMRC equality data for the East as at 1 May 
2009.  A further breakdown of data between urban centres, cluster and 
individual locations 

 
2 As at 1 May 2009 
3 A ‘partial’ vacation includes the release of office space such as reducing the number of floors in a 

ss 
uiry Centre only is classed as a full vacation from a RRP perspective. 

building to accommodate (a) staff remaining, or (b) those who are unable to relocate with their busine
unit.  Reduction to Enq
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Table 2 – Equality Data 
 

Ethnicity                           % Disability                          % Age Group                      % 

White 58 Disabled 8 15 - 24 1 

Ethnic minority 3 Not disabled 37 25 - 34 13 

35 - 49 49 Chosen not to 
declare 

Chosen not to 
6 

declare 
4 

50 - 59 31 

Not known 33 Not known 51 60+ 6 

Gender (part-time staff) Gender                            % 4 Working Pattern              % % 

Male 41 Full Time 73 Male 10 

Female 59 Part-time 27 Female 90 

 

Regional Update Summary 

 HMRC has consulted and carried out EQIA activity at an urban centre, cluster 
and individual location level throughout the UK.  Details of the impacts 

ments 1,489 staff in office buildings due to be vacated 

cussions to determine whether or not they were 

(para 5.4) Moderating Group data is only available for 1,374 
members of staff. 

he 1,489 expected to relocate: 

t. 

 For staff who are unable to relocate with their business unit as expected, the 
Department is already in the process of considering alternative options for 
these staff.  This work is being led by Implementation Teams in negotiation 
with business units and HR specialists. 

                                                

identified following decisions on offices in the East urban centres, cluster and 
individual locations are included in the attached appendices. 

 At the time of announce
in the East were expected to relocate with their business unit.  Staff and their 
managers held one-to-one dis
able to relocate, taking their personal circumstances into account. Final 
decisions were made by the Moderating Groups. 

 Although 1,489 staff were expected to relocate, for reasons outlined in the UK 
summary 

 Of t

o 841 (56%) staff are able to relocate with their business unit.   

 Data on whether staff could relocate is currently unavailable for 115 (8%) o
members of staff.  

o Moderating Group decisions are currently unavailable for 121 (8%) staff. 

o Decisions have been deferred for 27 (2%) staff pending receipt of further 
information. 

o 385 (26%) staff are unable to relocate with their business uni

 
4  For information, in this and the following tables and narrative HMRC’s national gender split is 58% 
female to 42% male.  
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RACIAL GROUP 
Impacts identified in original EQIAs 

y 2009 and staff completion is not mandatory. The information is 
therefore incomplete for ethnicity and disability. 

 racial groups were raised as part of the staff consultation 
process. 

 
roportionately affect staff due to their racial gr

Mitigating action identified 

 No mitigating action was required as no impacts were identified. 

 
Update on the original EQIAs 

 stage no i ac een ident  that would disproportionately 
affect staff due to their racial group; for this reason updates at urban centre, 

o e ment.  

THOSE WITH A DISABI

  385 staff u le te with their business unit, 10 were unable to 
do so based on health or compassionate grounds (this includes those with a 
disability).  

of staff unable to relocate due to disability has been 

ho had one-to-one meetings, data is available 
e female and 433 (32%) are male.   

 are female 

due to caring 
mmitments have been reported in the UK summary.  

nsidered for all staff unable to relocate.  

 All diversity data quoted in this EQIA is provided by background HR systems 
as at 1 Ma

 No issues specific to 

In the original EQIA, no potential adverse impacts were identified that would 
disp oup. 

 At this mp ts have b ified

cluster and individual l
HMRC will continue to monitor this 

cation level have not be
information. 

n included in this docu

LITY 

 Of the nab  to reloca

 The overall percentage 
reported in the UK summary. 

 Specific information on disability and health issues will be identified at 
Moderating Group and local management level.  Implementation Teams will 
continue to work with managers and staff to explore options and potential 
solutions. 

GENDER 

 Of the 1,374 members of staff w
for 1346.  Of these 913 (66%) ar

 Of the 385 staff unable to relocate with their business unit, 296
(20% of the 1,489 staff expected to relocate with their business unit) and 89 
are male (6% of the 1,489 staff expected to relocate with their business unit).  

 The overall number and gender of staff unable to relocate 
co

 Options are still being co
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APPENDIX A: Peterborough Urban Centre - update summary of 

 HMRC equality data for the Peterborough urban centre 

equality impacts 
Table 3 below summarises the
as at 1 May 2009. 

 
Table 3 – Equality Data 

 
Ethnicity                           % Disability                          % Age Group                      % 

White 59 Disabled 11 15 - 24 2 

Ethnic minority 5 Not disabled 39 25 - 34 9 

35 - 49 46 Chosen not to 
declare 

8 
Chosen
declare

 not to 
 

6 
50 - 59          36 

Not known 8 Not known 44 60+ 7 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 40 Full Time 71 Male 15 

Female 60 Part-time 29 Female 85 

 
Overview 

 At the time of the announcements 226 staff in office buildings due to be vacated 
in the Peterborough urban centre were expected to relocate with their business 

managers held one-to-one discussions to determine 

ble for 217 members 

oderating Group decisions are currently unavailable for 2% of staff.   

 No issues specific to those with or without a disability were raised as part of the 
staff consultation. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

unit.  Staff and their 
whether or not they were able to relocate, taking their personal circumstances 
into account. Final decisions were made by the Moderating Groups 

 Although 226 staff were expected to relocate, for reasons outlined in the UK 
summary (para 5.4) Moderating Group data is only availa
of staff.   

 Of the 226 expected to relocate: 

o 201 (89%) staff are able to relocate with their business unit.  

o Data on whether staff could relocate is currently unavailable for 4% of staff 
and M

o 12 (5%) staff are unable to relocate with their business unit 

 
W1. THOSE ITH A DISABILITY 

Impacts identified in original EQIA 
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Mitigating action identified 

 No mitigating action was required as no impacts were identified. 

rall percentage of staff unable to relocate due to disability has been 

 Specific information on disability and health issues will be identified at 
 . s will 
m e ential 

ions. 
 
2. GENDER 
Impac  in orig l E

 No issues specific to gender were raised as part of the staff con ultation 
 

 gi  it was 
fe le staff than male staff.  

  original EQIA record nder ratio of part-time staff as an indication of 
endants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
 process. 

 place to identify any 

 had one-to-one meetings data is available for 
ale and 83 (38%) are male.  The gender split 

t in Table 2. 

                                                

Update on the original EQIA 

 The ove
reported in the UK summary. 

Moderating Group and
continue to work with 

local management level
anagers and staff to 

 Implementation Team
xplore options and pot

solut

ts identified ina QIA 

s
process. 

No potential impacts were identifie
acknowledged that HMR

d in the ori
C overall employs more 

nal EQIA.  However,
ma

The
the proportion of female staff who may have dep

ed the ge

one

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the assistance and support of HR 
specialists, will consider reasonable alternative solutions. 

 Of the 217 members of staff who
207.  Of these 124 (57%) are fem
of staff in Peterborough is shown above in Table 3 and for the Eas

 Of the 12 staff unable to relocate with their business unit, the majority are 
female5.  

 The overall number and gender of staff unable to relocate due to caring 
commitments have been reported in the UK summary.  

 Options are still being considered for all staff unable to relocate. 

 

 

 

 

 
5 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data protection principles 
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APPENDIX B: Southend Urban Centre - update summary of 
equality impacts 
Table 4 below summarises the HMRC equality data for the Southend urban centre as 
at 1 May 2009. 

 
Table 4 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 63 Disabled 8 15 - 24 1 

Ethnic minority 3 Not disabled 45 25 - 34 11 

35 - 49 48 Chosen not to Chose
declare 

6 
declare 

4 
50 - 59  31 

n not to 

Not known 28 Not known 43 60+ 9 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 40 Full Time 74 Male 11 

Female 60 Part-time 26 Female 89 

 
Overview 

 At the time of the announcements 550 staff in office buildings due to be vacated 
 

stances into account. 
ade by the Moderating Groups.  

a 5.4) Moderating Group data is only available for 332 members 

 able to relocate with their business unit.  

nally 
 
 

in the Southend urban centre were expected to relocate with their business unit.  
Staff and their managers held one-to-one discussions to determine whether or 
not they were able to relocate, taking their personal circum
Final decisions were m

 Although 550 staff were expected to relocate, for reasons outlined in the UK 
summary (par
of staff. 

 Of the 550 expected to relocate: 

o 224 (41%) staff are

o Data on whether staff could relocate is currently unavailable for 218 (40%) 
members of staff.  

o Moderating Group decisions are currently unavailable for 102 (18%) staff.   

o 6 (1%) staff are either unable to relocate with their business unit or 
decisions have been deferred pending receipt of further information. 

 For staff who are unable to relocate with their business unit as origi
planned, the Department is already in the process of considering alternative
options for these staff.  This work is being led by Implementation Teams in
negotiation with business units and HR specialists.  
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1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 No issues specific to those with or without a disability were raised as part of the 
staff consultation. 

 no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

Mitigating action identified 

 itigating actio as  as no impacts were identified. 

Update on the original EQIA 

  percentage cate due to disability has been 
d in the UK s m

 Specific information on disability and health issues will be identified at 
ng Group d agement l. lementation ms will 

continue to work with managers and staff to explore options and potential 

 
2. GENDER 
Impac tified in orig l E

specific to gender were raised as part of the staff consultation 
ess.  

dants. 

cess. 

 to gender were identified, no further mitigating 

anagers and staff have taken place to identify any 
ir business 

 with the assistance and support of HR 
ecialists, will consider reasonable alternative solutions. 

aff who had one-to-one meetings, data is available for 
female and 97 (29%) are male.  The gender split 

r of staff unable to relocate due to caring 

nable to relocate. 

                                                

In the original EQIA, 

No m n w  required

The overall
reporte

of staff unable to relo
ary. um

Moderati  an local man leve  Imp Tea

solutions. 

ts iden ina QIA 

 No issues 
proc

 No potential impacts were identified in the original EQIA.  However, it was 
acknowledged that HMRC overall employs more female staff than male staff.  

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
the proportion of female staff who may have depen

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one pro

 As no potential impacts specific
action was required at that stage. 

Update on the original EQIA 

 Discussions between m
personal issues arising.  If someone is unable to relocate with the
unit as expected, the Department,
sp

 Of the 332 members of st
316.  Of these 219 (66%) are 
of staff in Southend is shown above in Table 4 and for the East in Table 2. 

 Of the staff unable to relocate with their business unit, the majority are female6. 

 The overall number and gende
commitments have been reported in the UK summary.  

 Options are still being considered for all staff u

 
6 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data protection principles 
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APPENDIX C: Cluster 1 - update summary of equality impacts 
Table 5 below summarises the HMRC equality data for staff in Cluster 1 (Bury St 
Edmunds, Sudbury) as at 1 May 2009. 

 
Table 5 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 58 Disabled 6 15 - 24 0 

Ethnic minority 1 Not disabled 35 25 - 34 6 

35 - 49 46 Chosen not to 
declare 

4 
Chosen not to 
declare 

6 
50 - 59 35 

Not known 37 Not known 53 60+ 13 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 39 Full Time 69 Male 14 

Female 61 Part-time 31 Female 86 

 
Overview 

 At the time of the announcements 74 staff in office buildings due to be vacated
in cluster 1 were expected to relocate with their business unit.   Staff and their 
managers held

 

 one-to-one discussions to determine whether or not they were 

 expected to relocate, for reasons outlined in the UK 
is only available for 65 members of 

ss unit. 

 with their business unit.   

that increased 
travelling may have an adverse impact on staff with disabilities, particularly for 
those reliant on public transport. 

 In the original EQIA, no potential adverse impacts were identified that would 

able to relocate, taking their personal circumstances into account. Final 
decisions were made by the Moderating Groups.  

 Although 74 staff were
summary (para 5.4) Moderating Group data 
staff.   

 Of the 74 expected to relocate: 

o 28 (38%) of staff are able to relocate with their busine

o Data on whether staff could relocate is currently unavailable for 9 (12%) 
members of staff.  

 37 (50%) staff are unable to relocateo

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns 

disproportionately affect staff with a disability. 
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Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process, considering further mitigating action such as reasonable 
adjustments where appropriate. 

Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
 a

 ific informatio on ty and hea  issues will be ide fied at 
Moderating Group and local management level.  Implementation Teams will 

managers and staff to explore options and potential 
solutions. 

 

2. GENDER 
Impacts identified in original EQIA 

 g p ultation 
process.  

 potential impa w ified in the igi QIA.  Howev
ed that HMRC overall employs more female staff than male staff.  

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
endants. 

 to relocate with their business 
rtment, with the assistance and support of HR 

ove in 
Table 5 and for the East in Table 2. 

 relocate with their business unit, the majority are 

der of staff unable to relocate due to caring 

reported in the regional nd UK summary.  

Spec n  disabili lth nti

continue to work with 

No issues specific to ender were raised as art of the staff cons

No cts ere ident  or nal E er, it was 
acknowledg

the proportion of female staff who may have dep

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable
unit as expected, the Depa
specialists, will consider reasonable alternative solutions. 

 Of the 65 members of staff who had one-to-one meetings 43 (66%) are female 
and 22 (34%) are male.  The gender split of staff in cluster 1 is shown ab

 Of the 37 staff unable to
female7.  

 The overall number and gen
commitments has been reported in the UK summary.  

 Options are still being considered for all staff unable to relocate. 

 

                                                 
7 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data protection principles 
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APPENDIX D: Cluster 3 - update summary of equality impacts 
Table 6 below summarises the HMRC equality data for staff in Cluster 3 (Chelmsford, 
Witham) as at 1 May 2009. 

 
Table 6 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 67 Disabled 6 15 - 24 2 

Ethnic minority 1 Not disabled 37 25 - 34 8 

35 - 49 49 Chosen not to 
declare 

4 
Chosen not to 
declare 

2 
50 - 59 36 

Not known 28 Not known 55 60+ 5 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 30 Full Time 70 Male 5 

Female 70 Part-time 30 Female 95 

 

Overview 

 At the time of the announcements 34 staff in o
in cluster 3 were expec

ffice buildings due to be vacated 
ted to relocate with their business unit.   Staff and their 

 that 34 staff would 

with their business unit or 

Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that increased 
travelling may have an adverse impact on staff with disabilities. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 
adjustments where appropriate. 

managers held one-to-one discussions to determine whether or not they were 
able to relocate, taking their personal circumstances into account. Final 
decisions were made by the Moderating Groups.  

 When the decisions were announced it was expected
relocate.  However the Moderating Group data shows that 63 staff were asked 
to relocate. 

 Of the 63 asked to relocate: 

o 36 (57%) staff are able to relocate with their business unit.  

o 27 (43%) staff are either unable to relocate 
decisions have been deferred pending receipt of further information. 

 

1. THOSE WITH A DISABILITY 
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Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
reported in the UK summary. 

 Specific information on disability and health issues will be identified at 
d local management level. Implementation Teams will 

continue to work with managers and staff to explore options and potential 

 
2. GENDER 
Impacts identified in original EQIA 

 specific to gender were raised as part of the staff con ultation 
s.  

 tial impa w ied in the igi QIA.  Howev
acknowledged that HMRC overall employs more female staff than male staff. 

 d rt-time staff as an indication of 
the proportion of female staff who may have dependants. 

Mitigating action identified  

 ers to discu pe rcumstance it s part of t one-to-
one process. 

o potential impacts specific to gender were identified, no further mitigating 

istance and support of HR 

) are male.  The gender split of staff in cluster 3 is shown above in 
le 2. 

 majority are 

 Options are still being considered for all staff unable to relocate. 

                                                

Moderating Group an

solutions. 

No issues 
proces

s

No poten cts ere identif  or nal E er, it was 

The original EQIA recor ed the gender ratio of pa

Manag ss rsonal ci s w h staff a he 

 As n
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the ass
specialists, will consider reasonable alternative solutions. 

 Of the 63 members of staff who had one-to-one meetings 49 (78%) are female 
and 14 (22%
Table 6 and for the East in Tab

 Of the 27 staff unable to relocate with their business unit, the
8.female  

 The overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

 
8 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data Protection Principles 
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APPENDIX E: Cluster 4 - update summary of equality impacts 
Table 7 below summarises th
Sea, Colchester, Harwich) as 

e HMRC equality data for staff in Cluster 4 (Clacton-on-
at 1 May 2009. 

 
Table 7 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 61 Disabled 6 15 - 24 2 

Ethnic minority 1 Not disabled 39 25 - 34 19 

35 - 49 42 Chosen not to 
declare 

4 
Chosen not to 
declare 

3 
50 - 59 31 

Not known 34 Not known 52 60+ 6 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 40 Full Time 73 Male 8 

Female 60 Part-time 27 Female 92 

 
Overview 

 At the time of the announcements 113 staff in office buildings due to be vacated 
ted to relocate with their business unit.   Staff and their 
one discussions to determine whether or not they were 

 made by the Moderating Groups.  

 Group data shows that 124 staff were asked 

 Respondents also expressed concern that some staff have disabilities that 
either preclude them from driving or that may be exacerbated by any additional 
driving required as a result of relocation. 

in cluster 4 were expec
managers held one-to-
able to relocate, taking their personal circumstances into account. Final 
decisions were

 When the decisions were announced it was expected that 113 staff would 
relocate.  However the Moderating
to relocate.  

 Of the 124 asked to relocate: 

o 81 (65%) staff are able to relocate with their business unit.   

o Moderating Group decisions are currently unavailable for 3 (3%) staff.   

o 40 (32%) staff are either unable to relocate with their business unit or 
decisions have been deferred pending receipt of further information. 

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns regarding facilities 
available to those with a disability, stating that they may be adversely affected if 
their current location provides suitable facilities and these are not available in 
the new location. 
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 In the original EQIA, no potential adverse impacts were identified that wou
disproportionately affect staff with a disability. 

ld 

 Managers to discuss personal circumstances with staff as part of the one-to-
ing further mitigating action such reasonable adjustments 

where appropriate. 
Updat

 overall percentage unable to re disability has been 
reported in the UK summary. 

 ormation on disabil h issues will be ide
Group and ment level. mentation ms will 

 work with managers a  
solutions. 

 
2. GENDER 
Impacts identified in original EQIA 

 issues specific to gender were raised as part of the staff co ultation 
process.  

 No potential impacts were identified in the original EQIA.  However, it was 
acknowledged that HMRC overall employs more female staff than male. 

 original EQIA recorded the gender ratio of part-time staff as an indication of 

and staff have taken place to identify any 

nd support of HR 

e East in Table 2. 

 Of the 40 staff unable to relocate with their business unit, the majority are 

der of staff unable to relocate due to caring 

                                                

Mitigating action identified 

one process consider

e on the original EQIA 

The of staff locate due to 

Specific inf ity and healt ntified at 
Moderating 
continue to

local manage
nd staff to explore options and potential

 Imple Tea

No ns

 The
the proportion of female staff who may have dependants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers 
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the assistance a
specialists, will consider reasonable alternative solutions. 

 Of the 124 members of staff who had one-to-one meetings, data is available for 
122.  Of these 84 (68%) are female and 38 (30%) are male.  The gender split of 
staff in cluster 4 is shown above in Table 7 and for th

female9. 

 The overall number and gen
commitments has been reported in the UK summary.  

 Options are still being considered for all staff unable to relocate. 

 
9 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data Protection Principles 
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APPENDIX F: Cluster 5 - update summary of equality impacts 
Table 8 below summarises the HMRC equality data for staff in Cluster 5 (Grays, 
Tilbury) as at 1 May 2009. 

 
Table 8 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 46 Disabled 5 15 - 24 5 

Ethnic minority 3 Not disabled 26 25 - 34 14 

35 - 49 61 Chosen not to Chosen not to 
declare 

6 
declare 

2 
50 - 59 19 

Not known 45 Not known 67 60+ 1 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 61 Full Time 85 Male 4 

Female 39 Part-time 15 Female 96 

 
Overview 

 At the time of the announcements 15 staff in office buildings due to be vacated
in cluster 5 were expected to relocate with their business unit.   Staff and their 
managers held

 

 one-to-one discussions to determine whether or not they were 

ere announced it was expected that 15 staff would 
Moderating Group data shows that 25 staff were asked 

business unit or decisions have 

ent is already in the process of considering alternative 

Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that access at the 
relocation office may cause difficulties for those with impaired mobility. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

able to relocate, taking their personal circumstances into account. Final 
decisions were made by the Moderating Groups.  

 When the decisions w
relocate.  However the 
to relocate.  

 Of the 25 staff asked to relocate: 

o All are unable to  relocate with their 
been deferred pending receipt of further information. 

 For staff who are unable to relocate with their business unit as originally 
planned, the Departm
options for these staff.  This work is being led by Implementation Teams in 
negotiation with business units and HR specialists. 

 
1. THOSE WITH A DISABILITY 
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Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 
adjustments where appropriate. 

Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
m

 ific informatio on ty and hea  issues will be ide fied at 
Moderating Group and local management level.  Implementation Teams have 

 which ill  work with m  and staff explore 
options and potential solutions. 

 

2. GENDER 
Impacts identified in original EQIA 

 g p ultation 
process.  

 potential impa w ified in the igi QIA.  Howev
ed that HMRC overall employs more female staff than male staff.   

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
endants. 

 to relocate with their work as 
th the assistance and support of HR specialists, 

luster 5 is shown above in Table 8, and 
for the East in Table 2.  

 gender of staff unable to relocate due to caring 
ted in the UK summary.  

reported in the UK sum ary. 

Spec n  disabili lth nti

been set up  w continue to anagers to 

No issues specific to ender were raised as art of the staff cons

No cts ere ident  or nal E er, it was 
acknowledg

the proportion of female staff who may have dep

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable
expected, the Department, wi
will consider reasonable alternative solutions. 

 Of the 25 staff unable to relocate with their business unit, the majority are 
female10. The gender split of staff in c

 The overall number and
commitments have been repor

 Options are still being considered for all staff unable to relocate. 

                                                 
10Figures omitted in line with HMRC best practice on Diversity Monitoring and Data Protection Principles 
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APPENDIX G: Cluster 9 - update summary of equality impacts 
the HMRC equality data for staff in Cluster 9 (Luton, Table 9 below summarises 

Stevenage) as at 1 May 2009. 

 
Table 9 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 49 Disabled 5 15 - 24 1 

Ethnic minority 8 Not disabled 35 25 - 34 13 

35 - 49 49 Chosen not to 
declare 

8 
Chosen not to 
declare 

4 
50 - 59 31 

Not known 35 Not known 56 60+ 6 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 32 Full Time 67 Male 9 

Female 68 Part-time 33 Female 91 

 
Overview 

 At the time of the anno
in cluster 9 were expec

uncements 78 staff in office buildings due to be vacated 
ted to relocate with their business unit.  Staff and their 

ate, taking their personal circumstances into account. Final 

nced it was expected that 78 staff would 
erating Group data shows that 169 staff were asked to 

business unit and no 

may cause difficulties for those with impaired mobility. 

rbated by any additional 

 They were also concerned that suitable parking spaces may not be available at 
the new location. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

managers held one-to-one discussions to determine whether or not they were 
able to reloc
decisions were made by the Moderating Groups.  

 When the decisions were annou
relocate.  However Mod
relocate. 

 Of the 169 asked to relocate: 

o 97 (57%) staff are able to relocate with their business unit.  

o 72 (43%) staff are unable to relocate with their 
decisions have been deferred. 

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that access at the 
relocation office 

 Respondents also expressed concern that some staff have disabilities that 
either preclude them from driving or that may be exace
driving required as a result of relocation. 
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Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 

ropriate. 
pdate on the original EQIA 

  t been 
ted in the UK m

 rmatio on and he  issues will be ide fied at 
Group and l level. Implementation Teams have 
 which will ork with m  and staff explore 

 potential sol

 
2. GE
Impac E

 No issues specific to gender were raised as part of the staff consultation 
ess.  

 tential impa w ified in the igi A.  Howev
ed that HMRC overall employs more female staff than male staff.   

 original EQIA recorded the gender ratio of part-time staff as an indication of 
proportion of female staff who may have dependants. 

entified, no further mitigating 

 staff have taken place to identify any 
is unable to relocate with their business 

port of HR 

Table 2. 

 

sidered for all staff unable to relocate.  

adjustments where app

U

The overall percentage of staff unable to reloca e due to disability has 
repor  sum ary. 

Specific info
Moderating 

n  disability 
ocal management 

alth nti

been set up
options and

continue to w
utions. 

anagers to 

NDER 
ts identified in original QIA 

proc

No po
acknowledg

cts ere ident  or nal EQI er, it was 

 The
the 

Mitigating Action Identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were id
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and
personal issues arising.  If someone 
unit as expected, the Department, with the assistance and sup
specialists, will consider reasonable alternative solutions. 

 Of the 169 members of staff who had one-to-one meetings 119 (70%) are 
female and 50 (30%) are male. The gender split of staff in cluster 9 is shown 
above in Table 9 and for the East in 

 Of the 72 staff unable to relocate with their business unit, 58 are female (34% of 
the 169 staff in cluster 9 expected to relocate with their business unit) and 14
are male (8% of the 169 staff in cluster 9 expected to relocate with their 
business unit).  

 The overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

 Options are still being con
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APPENDIX H: Cluster 11 - update summary of equality impacts 
Table 10 below summarises the HMRC equality data for staff in Cluster 11 (East 
Dereham, Great Yarmouth, Norwich) as at 1 May 2009. 

 
Table 10 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 59 Disabled 9 15 - 24 0 

Ethnic minority 1 Not disabled 31 25 - 34 9 

35 - 49 51 Chosen not to 
declare 

8 
Chosen not to 
declare 

5 
50 - 59 36 

Not known 32 Not known 55 60+ 4 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 38 Full Time 65 Male 13 

Female 62 Part-time 35 Female 87 

 
Overview 

 At the time of the announcements 188 staff in office buildings due to be vacated 
in cluster 11 were expected to relocate with their business unit.   Staff and their 

ble for 123 members 

) staff are able to relocate with their business unit.  

 could relocate is currently unavailable for 65 
of staff 

their business unit as originally 

the consultation process raised concerns regarding the facilities 
available for those with a disability, stating that they may be adversely affected 

managers held one-to-one discussions to determine whether or not they were 
able to relocate, taking their personal circumstances into account. Final 
decisions were made by the Moderating Groups.  

 Although 188 staff were expected to relocate, for reasons outlined in the UK 
summary (para 5.4) Moderating Group data is only availa
of staff.   

 Of the 188 staff expected to relocate: 

o 56 (30%

o Moderating Group decisions are currently unavailable for 11 (6%) staff. 

o Data on whether staff
(34%) members 

o 56 (30%) staff are either unable to relocate with their business unit or 
decisions have been deferred pending receipt of further information 

 For staff who are unable to relocate with 
planned, the Department is already in the process of considering alternative 
options for these staff.  This work is being led by Implementation Teams in 
negotiation with business units and HR specialists. 

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to 
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if their current location provides suitable facilities and these are not available in 
the new location. 

 Some respondents added that they have disabilities that either preclude them 
from driving, or that may be exacerbated by any additional driving required as a 
result of relocation. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 
adjustments where appropriate. 

Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
reported in the UK summary. 

 Specific information on disability and health issues will be identified at 
Moderating Group and local management level. Implementation Teams have 
been set up which will continue to work with managers and staff to explore 
options and potential solutions. 

 
2. GENDER 
Impacts identified in original EQIA 

 No issues specific to gender were raised as part of the staff consultation 
process.  

 No potential impacts were identified in the original EQIA.  However, it was 
acknowledged that HMRC overall employs more female staff than male staff.   

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
the proportion of female staff who may have dependants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable to relocate with their work as 
expected, the Department, with the assistance and support of HR specialists, 
will consider reasonable alternative solutions. 

 Of the 123 members of staff who had one-to-one meetings 89 (72%) are female 
and 34 (28%) are male.  The gender split of staff in cluster 11 is shown above in 
Table 10 and for the East in Table 2. 

 Of the 56 staff unable to relocate with their business unit, 43 are female (23% of 
the 188 staff in cluster 11 expected to relocate with their business unit) and 13 
are male (7% of the 188 staff in cluster 11 expected to relocate with their 
business unit).  
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 The overall number and gender of staff unable to relocate due to carin
commitments has been reported in the UK summary.  

g 

 Options are still being considered for all staff unable to relocate.  
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APPENDIX I: Cluster 12 - update summary of equality impacts 
the HMRC equality data for staff in Cluster 12 (Bishop’s Table 11 below summarises 

Stortford, Harlow, Stansted) as at 1 May 2009. 

 
Table 11 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 56 Disabled 11 15 - 24 1 

Ethnic minority 2 Not disabled 31 25 - 34 12 

35 - 49 50 Chosen not to 
declare 

4 
Chosen not to 
declare 

3 
50 - 59 34 

Not known 38 Not known 55 60+ 3 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 42 Full Time 72 Male 4 

Female 58 Part-time 28 Female 96 

 
Overview 

 At the time of the anno
in cluster 12 were expe

uncements 58 staff in office buildings due to be vacated 
cted to relocate with their business unit.   Staff and their 

ate, taking their personal circumstances into account. Final 

nced it was expected that 58 staff would 
Moderating Group data shows that 78 staff were asked 

their business unit or 

ave an adverse impact on staff with disabilities, particularly for 

ther preclude them from 
a 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

 

managers held one-to-one discussions to determine whether or not they were 
able to reloc
decisions were made by the Moderating Groups.  

 When the decisions were annou
relocate.  However the 
to relocate. 

 Of the 78 asked to relocate: 

o 34 (44%) staff are able to relocate with their business unit.  

o 44 (56%) staff are either unable to relocate with 
decisions have been deferred pending receipt of further information. 

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that increased 
travelling may h
those reliant on public transport. 

 They added that some staff have disabilities that ei
driving, or that may be exacerbated by any additional driving required as 
result of relocation. 
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Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 

ropriate. 
pdate on the original EQIA 

  t been 
ted in the UK m

 rmatio on and he  issues will be id fied at 
  Implementation Teams have 

 which will ork with m  and staff explore 
 potential sol

 
2. GE
Impac E

 No issues specific to gender were raised as part of the staff consultation 
ess.  

 tential impa w ified in the igi A.  Howev
ed that HMRC overall employs more female staff than male staff.  

 original EQIA recorded the gender ratio of part-time staff as an indication of 
proportion of female staff who may have dependants. 

entified, no further mitigating 

nd staff have taken place to identify any 
e is unable to relocate with their business 

port of HR 

 one-to-one meetings 50 (64%) are female 

 The overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

 Options are still being considered for all staff unable to relocate. 

adjustments where app

U

The overall percentage of staff unable to reloca e due to disability has 
repor  sum ary. 

Specific info
Moderating Group and local management le

n  disability alth
vel.

enti

been set up
options and

continue to w
utions. 

anagers to 

NDER 
ts identified in original QIA 

proc

No po
acknowledg

cts ere ident  or nal EQI er, it was 

 The
the 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were id
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers a
personal issues arising.  If someon
unit as expected, the Department, with the assistance and sup
specialists, will consider reasonable alternative solutions. 

 Of the 78 members of staff who had
and 28 (36%) are male.  The gender split of staff in cluster 12 is shown above in 
Table 11 and in the East in Table 2. 

 Of the 44 staff unable to relocate with their business unit, 34 are female (44% of 
the 78 staff in cluster 12 expected to relocate with their business unit) and 10 
are male (13% of the 78 staff in cluster 12 expected to relocate with their 
business unit).  
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APPENDIX J: Cluster 13 - update summary of equality impacts 
C equality data for staff in Cluster 13 (Hatfield, Table 12 below summarises the HMR

Hemel Hempstead, Hertford, Hitchin, St Albans, Watford) as at 1 May 2009. 

 
Table 12 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 60 Disabled 11 15 - 24 0 

Ethnic minority 8 Not disabled 36 25 - 34 11 

35 - 49 50 Chosen not to 
4 

declare declare 
50 - 59 33 

Chosen not to 
4 

Not known 28 Not known 49 60+ 6 

Gender                              % Working Pattern              % Gender (part-time staff) 
% 

Male 30 Full Time 65 Male 4 

Female 70 Part-time 35 Female 96 

 
Overview 

 At the time of the announcements 108 staff in office buildings due to be vacated 
ter 13 were expected to relocate with their business unit.   Staff and their 

ssions to determine whether or not they were 
ir personal circumstances into account. Final 

 decisions were announced it was expected that 108 staff were 

ss unit.   

oup decisions are currently unavailable for 1 (1%) 

%) staff are either unable to relocate with their business unit or 

cate with their business unit as originally 
nt is already in the process of considering alternative 
 This work is being led by Implementation Teams in 

in clus
managers held one-to-one discu
able to relocate, taking the
decisions were made by the Moderating Groups.  

 When the
expected to relocate.  However the Moderating Group data shows that 119 staff 
were asked to relocate.   

 Of the 119 staff asked to relocate:  

o 67 (56%) staff are able to relocate with their busine

o Moderating Gr
member of staff. 

o 51 (43
decisions have been deferred pending receipt of further information. 

 For staff who are unable to relo
planned, the Departme
options for these staff. 
negotiation with business units and HR specialists. 
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1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that increased 

to work by car 

new location. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 
adjustments where appropriate. 

Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
reported in the UK summary. 

 Specific information on disability and health issues will be identified at 
Moderating Group and local management level.  Implementation Teams have 
been set up which will continue to work with managers and staff to explore 
options and potential solutions. 

 
2. GENDER 
Impacts identified in original EQIA 

 No issues specific to gender were raised as part of the staff consultation 
process.  

 No potential impacts were identified in the original EQIA.  However, it was 
acknowledged that overall HMRC employs more female staff than male staff.   

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
the proportion of female staff who may have dependants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the assistance and support of HR 
specialists, will consider reasonable alternative solutions. 

 Of the 119 members of staff who had one-to-one meetings 82 (69%) are female 
and 37 (31%) are male.  The gender split of staff in cluster 13 is shown above in 
Table 12 and for the East in Table 2. 

travelling may have an adverse impact on staff with disabilities, particularly for 
those unable to use public transport. 

 Some respondents were concerned that disabled staff travelling 
may be adversely affected if suitable parking facilities were not available at the 
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 Of the 51 staff unable to relocate with their business unit, 33 are fema
the 119 staff in cluster 13 expected to relocate with their business u
are male (15% of the 119 staff 

le (28% of 
nit) and 18 

in cluster 13 expected to relocate with their 

overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

 nsidered for all staff unable to relocate.  

business unit).  

 The 

Options are still being co
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APPENDIX K: Individual location - Huntingdon - update 

e HMRC equality data for staff in Huntingdon as at 1 

summary of equality impacts 
Table 13 below summarises th
May 2009. 

 
Table 13 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 48 Disabled 15 15 - 24 0 

Ethnic minority 0 Not disabled 27 25 - 34 0 

35 - 49 52 Chosen not to 
declare 

0 
Chosen
declar

 not to 
e 

0 
50 - 59 46 

Not known 52 Not known 58 60+ 12 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 33 Full Time 76 Male 13 

Female 67 Part-time 24 Female 87 

  
 Overview 

 At the time of the announcements 42 staff in Huntingdon were expected to 
relocate with their business unit. Staff and their managers held one-to-one 

e whether or not they were able to relocate, taking their 

le for 37 members of 

ith their business unit.  

eir business unit and no 

 
1. THOSE WITH A DISABILITY 
Impacts identified in original EQIA 

 No issues specific to those with a disability were raised as part of the staff 
consultation. 

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

discussions to determin
personal circumstances into account. Final decisions were made by the 
Moderating Groups 

 Although 42 staff were expected to relocate, for reasons outlined in the UK 
summary (para 5.4) Moderating Group data is only availab
staff.   

 Of the 42  expected to relocate: 

 17 (40%) staff are able to relocate wo

o Data on whether staff can relocate is currently unavailable for 5 (12%) 
members of staff.  

o 20 (48%) staff are unable to relocate with th
decisions have been deferred. 
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Mitigating action identified 

 No mitigating action was required as no impacts were identified. 

overall percentage of staff unable to relocate due to disability has been 
reported in the UK summary. 

 n disability and health issues will be identified at 
Moderating Group and local management level.  Implementation Teams have 

l plore 
potential solutions.

 
2. GENDER 
Impac  in orig l E

 No issues specific to gender were raised as part of the staff c ultation 
 

 No potential impacts were identified in the origi  it was 
fe taff.   

 EQIA record er ratio of part-time staff as an indication of 
roportion of fe le  may have endants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
 process. 

n managers and staff have taken place to identify any 

 one-to-one meetings 25 (68%) are female 
 gender split of staff in Huntingdon shown above in 

 Options are still being considered for all staff unable to relocate. 

Update on the original EQIA 

 The 

Specific information o

been set up which wil continue to work with managers and staff to ex
options and  

ts identified ina QIA 

ons
process. 

nal EQIA.  However,
male staff than male sacknowledged that HMRC overall employs more 

The original 
the p

ed the gend
staff whoma dep

one

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions betwee
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the assistance and support of HR 
specialists, will consider reasonable alternative solutions. 

 Of the 37 members of staff who had
and 12 (32%) are male.  The
Table 13 and in the East in Table 2.  

 Of the staff unable to relocate with their business unit, the majority are female11, 

 The overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

                                                 
11 Figures omitted in line with HMRC best practice on Diversity Monitoring and Data Protection Principles 
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APPENDIX L: Individual location: King’s Lynn - update 
mpacts summary of equality i

Table 14 below summarises the HMRC equality data for staff in King’s Lynn as at 1 
May 2009. 

 
Table 14 – Equality Data 

 

Ethnicity                           % Disability                          % Age Group                      % 

White 53 Disabled 5 15 - 24 0 

Ethnic minority 0 Not disabled 29 25 - 34 16 

35 - 49 41 Chosen not to Chosen not to 
declare 

6 
declare 

2 
50 - 59 37 

Not known 41 Not known 64 60+ 6 

Gender                              % Working Pattern               % Gender (part-time staff) 
% 

Male 32 Full Time 70 Male 13 

Female 68 Part-time 30 Female 87 

 
Overview 

 At the time of the announcements 3 staff in Kings Lynn were expected to 
relocate with their business unit. Staff and their managers held one-to-one 
discussions to determine whether or not they were able to relocate, taking their 

ere announced it was expected that 3 staff would 
Moderating Group data shows that 22 staff were asked 

nit 

ff.  This work is being led by Implementation Teams in 

Impacts identified in original EQIA 

 Respondents to the consultation process raised concerns that increased 
travelling may have an adverse impact on staff with disabilities.  They stated 
that some staff have disabilities that either preclude them from driving, or may 
be exacerbated by any additional driving required.  

 In the original EQIA, no potential adverse impacts were identified that would 
disproportionately affect staff with a disability. 

personal circumstances into account. Final decisions were made by the 
Moderating Groups 

 When the decisions w
relocate.  However the 
to relocate. 

 Of the 22 asked to relocate: 

o All are unable to relocate with with their business u

 For staff who are unable to relocate with their business unit as originally 
planned, the Department is already in the process of considering alternative 
options for these sta
negotiation with business units and HR specialists. 

 
2. THOSE WITH A DISABILITY 
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Mitigating action identified 

 Managers to discuss personal circumstances with staff as part of the one-to-
one process considering further mitigating action such as reasonable 
adjustments where appropriate. 

Update on the original EQIA 

 The overall percentage of staff unable to relocate due to disability has been 
reported in the UK summary. 

 Specific information on disability and health issues will be identified at 
Moderating Group and local management level.  Implementation Teams have 
been set up which will continue to work with managers and staff to explore 
options and potential solutions. 

 
3. GENDER 
Impacts identified in original EQIA 

 No issues specific to gender were raised as part of the staff consultation 
process.  

 No potential impacts were identified in the original EQIA.  However, it was 
acknowledged that HMRC overall employs more female staff than male staff  

 The original EQIA recorded the gender ratio of part-time staff as an indication of 
the proportion of female staff who may have dependants. 

Mitigating action identified  

 Managers to discuss personal circumstances with staff as part of the one-to-
one process. 

 As no potential impacts specific to gender were identified, no further mitigating 
action was required at that stage. 

Update on the original EQIA 

 Discussions between managers and staff have taken place to identify any 
personal issues arising.  If someone is unable to relocate with their business 
unit as expected, the Department, with the assistance and support of HR 
specialists, will consider reasonable alternative solutions. 

 Of the 22 staff unable to relocate with their business unit, the majority are 
maleF

12
F.  The gender split of staff in Kings Lynn shown above in Table 14 and in 

the East in Table 2.  

 The overall number and gender of staff unable to relocate due to caring 
commitments has been reported in the UK summary.  

 Options are still being considered for all staff unable to relocate. 

                                                 
12Figures omitted in line with HMRC best practice on Diversity Monitoring and Data Protection Principles 
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