
Equality Impact Assessment

Step 1 – Scoping the equality impact assessment (EIA)

Building on the material included at the screening stage, you should begin the EIA by determining its scope. The EIA should consider the impact or likely impact of the policy in relation to all areas of our remit, including human rights. The EIA should be proportionate to the significance and coverage of the policy.
	Name of the policy

	Fair Treatment at Work (Grievance)


	What are the main aims, purpose and outcomes of the policy and how does it fit in with the wider aims of the organisation?

	The aim is to resolve fairly and quickly any concerns raised by employees, in order to promote good employee relations. The emphasis will be on informal resolution where at all possible. This fits into the wider aims of the organisation by ensuring that any perceived inequality of treatment can be raised and resolved in a fair and transparent way.

	List the main activities relating to the policy and identify who is likely to benefit from it.

	· Encourages individuals and managers to resolve concerns informally – this benefits individuals raising concerns and their line managers as it allows matters to be dealt with more quickly and hopefully with minimal stress for those involved.
· Provides a procedure for dealing with grievances formally where informal resolution has not been possible. This will benefit those individuals where informal resolution is not possible or appropriate, for example if the grievance relates to an instance of bullying or harassment.

· The procedure protects the confidentiality of individuals – this benefits individuals who might be concerned about unfair treatment as a result of raising a grievance. The policy also states that no individual who raises a grievance in good faith shall suffer a detriment because of it.

· The procedure states that the line manager shall carry out an investigation.  This benefits the individual as it ensures that all relevant information is collated by the manager to facilitate them making a decision. This ensures the fairness of the process.

· The Human Resources team will be involved in the process which will help to ensure consistency and fairness of the process.
· The process allows for an appeal – this benefits the individuals if they feel that the grievance procedure was not followed fairly.




	What do you already know about the relevance of the policy? What are the main issues you need to consider?
Some things to consider:

· How is the policy likely to affect the promotion of equality in the areas of age, disability, gender, gender reassignment, race, religion or belief, sexual orientation, or human rights?

· How do you think that the policy will meet the needs of different communities and groups?

· What consultation has already been undertaken which is relevant to the development of this policy?

· Are there any examples of existing good practice in this area – such as measures to improve access to the policy among particular groups?
· Do you think that your policy presents any problems or barriers to any community or group?

	· The policy will meet the needs of those who feel they have suffered a detriment because of their age, disability, gender, gender reassignment, race, religion or belief, sexual orientation, or on any other basis by allowing them to raise their concern and have the matter investigated.
· The procedure states that reasonable adjustments will be made at every stage of the process for those involved in the grievance, therefore ensuring access to disabled employees.

· The trade union has been consulted in the development of this policy.

· The policy team have referred to guidance from Acas in developing a best practice approach to the grievance procedure.



	What data, research and other evidence or information is available which will be relevant to this EIA?

	We will need to wait until the grievance procedure has been put into practice before assessing its impact.
It will be difficult to assess the extent to which matters are resolved informally as this may not involve the People team.

	What further data or information do you need to carry out the assessment?

	



     Step 2 – Involvement and consultation

When considering how you will involve and consult other people in developing the policy, you need to think about internal and external audiences and all areas of our remit.

	Please use the table below to outline any previous involvement or consultation which is relevant to this policy.

	Equality target group


	Briefly describe what you did, with whom, when and where. Please outline a brief summary of the responses gained and links to relevant documents, as well as any actions.

	Age
	We have consulted with the trade union about the policy and procedure.

We will consult with employee networks, for example Disabled Staff Group, LGBT over the next 12 months.


	Disability
	

	Gender
	

	Gender reassignment
	

	Race
	

	Religion or belief
	

	Sexual orientation
	

	Human rights
	


	What do previous consultations show about the potential take-up of any resulting activities or services?

	




Step 3 – Data collection and evidence

	What evidence or information do you already have about how this policy might affect equality in any of the areas covered by our remit, or human rights, and what does this tell you?

	Please cite any quantitative (for example, statistical or research) and qualitative (for example, monitoring data, complaints, surveys, focus groups, questionnaires, meetings or interviews) evidence relating to groups having different needs, experiences or attitudes in relation to this project. Describe briefly what evidence you have used.

	Monitoring data has been collected on the 15 grievances that have been raised since 1 October 2007.
Ethnic origin

Number of grievances

Percentage

White British 

9
60%

BME

5

33.3%

Not stated

1

6.7%

Disability
Number of grievances

Percentage

Disabled

4

26.7%

Non disabled

9
60%

Not stated

2

13.3%

Gender
Number of grievances

Percentage

Male

5

33.3%

Female

10
66.7%

Legacy Commission
Number of grievances

Percentage

DRC

3

20%
CRE

8

53.3%
EOC

3
20%
EHRC

1

6.7%



	What does available data tell you about the potential take up of any resulting activities or services?

	The figures look to be representative of the Commission as a whole. Further analysis will need to be done once the new policy is in place.


	What additional research or data is required to fill any gaps in your understanding of the potential or known effects of the policy? Have you considered commissioning new data or research?

	The data that has been collected is on grievances that have been raised and dealt with using the legacy Commission’s grievance procedures. We will need to collect more data once the new policy has been put into practice in order to assess what impact the new policy is having.







Step 4 – Assessing impact and strengthening the policy

What evidence do you have about how the policy will affect different groups and communities in relation to equality and human rights?

	How does/will the policy and resulting activities affect different communities and groups?

	Some things to consider:

· Is there any potential for, or known, adverse or positive impacts of the policy?

· You should consider how the policy might affect communities with small populations; people affected by discrimination in multiple areas of equality (age, disability, gender, gender reassignment, race, religion or belief, and sexual orientation); specific interest groups such as small businesses, voluntary sector agencies and other service providers.

· Are there examples of good practice that can be built on?

· You may wish to consider how the policy will be delivered or communicated.

	The policy will be available to all employees of the Commission via the intranet. Line managers will also be briefed about the policy by their Directorate Business Partners.  

Monitoring will take place to analyse whether any particular groups are impacted on disproportionately, for example if a high percentage of grievances involve gay men, which may highlight wider issues of discrimination.

· The timeframes could have an impact on some individuals who work part time, for example a grievance meeting must be arranged within five working days from the grievance being received. If someone works three days per week, they will have less time in work to prepare for the meeting. This is likely to impact more on women as a larger proportion of women work part time.

· Timeframe of five working days to arrange the grievance meeting could also impact on some disabled employees if five working days is not long enough to make reasonable adjustments, for example it is best practice to give one week’s notice to book a palantypist or interpreter

· Chair of the grievance meeting – need to consider the nature of the grievance in considering who should be the chair of the grievance meeting.  The chair should usually be the individual’s line manager but in some circumstances this might not be appropriate, for example if woman raises a grievance about sexual harassment (relating to someone outside her team) and her line manager who will investigate it is a man. The sensitivity of the case may mean that a woman would be more appropriate.

· Individuals with mental health impairments could be adversely impacted by the stress associated with dealing with a grievance procedure. Support will be provided during and after the grievance procedure through the Employee Assistance Programme. Consideration will also be given to providing a support worker at grievance meetings if this will assist the individual.



	What measures does, or could, the policy include to help promote equality of opportunity?

	• For example, positive measures designed to address disadvantage and reach different communities or groups?

	· The policy states that reasonable adjustments will be made throughout the process to ensure access for disabled employees.


	What measures does, or could, the policy include to address existing patterns of discrimination, harassment or disproportionality?

	

	What impact will the policy have on promoting good relations and wider community cohesion?

	The Policy will promote good relations between individuals at the Commission as it encourages informal resolution where possible.

Mediation may be offered as part of the resolution to a grievance to re-build working relationships where these may have been damaged as a result of the grievance.



	If the policy is likely to have a negative effect (‘adverse impact’), what are the reasons for this?

	Including direct or indirect discrimination.

	


	What practical changes will help reduce any adverse impact on particular groups?

	Consider changes in communication methods, providing language support, collecting data, revising programmes or involvement activities.

· Have you considered our legal responsibilities under the Disability Discrimination Act, including treating disabled people more favourably where necessary?

	· Reasonable adjustments will be made throughout the process to support disabled employees, for example in providing the policy and procedure in different formats and in providing reasonable adjustments at meetings.
· The timeframe of five working days for the grievance meeting to be arranged will mean five of their own working days thereby reducing any adverse impact on part time workers.



	What evidence is there that actions to address any negative effects on one area of equality may affect other areas of equality or human rights?

	


	What will be done to improve access to, and take-up of, services or understanding of the policy?

	Some things to consider:

· Increasing awareness of the policy among all staff, including regions, helpline, Scotland and Wales.
· Encouraging wider public involvement in our work or communications activities.

· Encourage different groups, including disabled people, to get involved in what we do.

	· The policy and associated policy guide will be published on the intranet.  Accessibility guidelines will be followed in publishing this information on the intranet.
· The policy and guide will be produced in alternative formats where this is requested, for example Braille or audio.

· Directorate Business Partners will give briefings about the policy to line managers.




Please note that you may need to revisit this section once you have completed the policy development process.

Step 5 – Procurement and partnerships

	Consideration of external contractor obligations and partnership working

	Is this project due to be carried out wholly or partly by contractors? If yes, have you done any work to include equality and human rights considerations into the contract already?
If you have, please set out what steps you will take to build into all stages of the procurement process the requirement to consider the general equality duties and equality more broadly.
Specifically you should set out how you will make sure that any partner you work with complies with equality and human rights legislation. You will need to think about:

· tendering and specifications

· awards process

· contract clauses

· performance measures, and

· monitoring and performance measures.
If you need further guidance about the Commission’s procurement practices please contact the Procurement team 


	This policy will not involve external contractors.




Step 6 – Making a decision

	Summarise your findings and give an overview of whether the policy will meet the Commission’s responsibilities in relation to equality and human rights.

	The policy will meet the Commission’s responsibilities by providing a process for concerns raised by employees, including concerns relating to discrimination, bullying or harassment, to be deal with fairly and quickly.

With an emphasis on informal resolution the policy fits into the wider aims of the organisation by ensuring that any perceived inequality of treatment can be raised and resolved in a fair and transparent way.


	What practical actions do you recommend to reduce, justify or remove any adverse/negative impact?

	· Where timescales are given in the policy, for example grievance meeting to be arranged within five working days of the grievance being received, this should mean five of the individual’s working days therefore ensuring that part time employees are not adversely impacted by the policy.
· Support should be provided to people who have difficulty putting their grievance into writing, for example people with learning disabilities.


Please note that these should be reflected in the action plan (see Step 8).

Step 7 – Monitoring, evaluating and reviewing

	How will you monitor the impact and effectiveness of the new policy?

	· This could include adaptations or extensions to current monitoring systems, relevant timeframes and a commitment to carry out an EIA review once the policy has been in place for one year.

	· In each case the People team will keep a record of:
· the grievance

· the investigation

· the outcome, and
· the appeal (if relevant).
· The People team will monitor the grievances submitted and produce a breakdown of those that have been upheld and not upheld according to: race, gender, disability, age, sexual orientation, religion to assess whether there appears to be any adverse impact on a particular group.


	How will the recommendations of this assessment be built into wider planning and review processes?

	· This may include policy reviews, annual plans and use of performance management systems (for example, project briefs, project initiation documents etc).

	The policy will be reviewed every 12 months. The results of the monitoring will enable analysis to see whether the policy is having an adverse impact on any particular groups.


	Give details of how the results of the impact assessment will be published, including consultation results and monitoring information if applicable.  

	The results will be published on the intranet.



Step 8 – Action plan

	Taking into consideration the responses outlined in Steps 1-7, complete the action plan below.

	
	Actions
	Target date
	Responsible post holder and Directorate
	Monitoring post holder and Directorate

	Step 2

Involvement and consultation
	Involve and consult with various groups.

	October 2009
	Caroline Blinkhorn, Policy and Performance Management Officer, Corporate Management
	Ian Warren, Head of Performance, Policy and Training, Corporate Management

	Step 3

Data collection and evidence
	Collate information about grievances over the next 12 months to analyse whether the policy is having a positive or negative impact on any particular groups.
	October 2009
	Caroline Blinkhorn, Policy and Performance Management Officer, Corporate Management
	Ian Warren, Head of Performance, Policy and Training, Corporate Management

	Step 4

Assessment and analysis
	Analyse the data collected to find out if there are any adverse impacts on particular groups.
	December 2009
	Caroline Blinkhorn, Policy and Performance Management Officer, Corporate Management
	Ian Warren, Head of Performance, Policy and Training, Corporate Management

	Step 5

Procurements and partnerships
	Develop partnerships with other similar sized organisations to benchmark.

	December 2009
	Caroline Blinkhorn, Policy and Performance Management Officer, Corporate Management
	Ian Warren, Head of Performance, Policy and Training, Corporate Management

	Step 7

Monitoring, evaluating and reviewing
	The Policy will be monitored and reviewed every 12 months.

	October 2010
	Caroline Blinkhorn, Policy and Performance Management Officer, Corporate Management
	Ian Warren, Head of Performance, Policy and Training, Corporate Management
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