	Equality impact assessment (EIA) template

	Step 1: Scoping the EIA

	Name of the policy/function 
	Managing Stress and Wellbeing

	Lead assessor (s)
	Date process started: October 2009

	Karen Martin/Jamila Astrom
	Date process ended: February 2010

	This EIA is being undertaken because it is:

 FORMCHECKBOX 
 outlined within the equality scheme relevance assessment table 

 FORMCHECKBOX 
 part of a project proposal submission to the programme management board

 FORMCHECKBOX 
 a result of organisation change
 FORMCHECKBOX 
 other – please specify:
	Great Britain (GB)-wide and Scotland and Wales specific policies

All policies that are specific to Wales and Scotland will undergo their own EIAs. For all GB-wide policies, you will need to ensure that you have considered any impact that might incur as a result of activity taking place in Scotland and Wales. Please ensure that any EIA team established reflects expertise from Scotland and/or Wales colleagues.



	1. Which of the equality groups is the policy relevant to?

	A screening assessment was used  FORMCHECKBOX 
Please tick if applicable
If a screening was carried out please complete the following:

A screening has identified the policy as having relevance to the following equality groups  (please tick  below):

 Age  FORMCHECKBOX 
 Disability  FORMCHECKBOX 
 Race  FORMCHECKBOX 
 Gender   FORMCHECKBOX 
 Sexual Orientation  FORMCHECKBOX 
  Religion or Belief   FORMCHECKBOX 
 Transgender  FORMCHECKBOX 

Date screening signed off and approved by internal equalities team:
A screening has not been completed  FORMCHECKBOX 
 Please tick if applicable
If a screening has not been completed and your policy area is not obviously focused on one or more particular equality group, for example, Race and the construction industry, your assessment must consider all of the equality strands.

N.B Assessors of single strand projects MUST also consider multi- discrimination dimensions. See guidance for further details on assessing impact and multi-discrimination



	2. What are the main aims, purpose and outcomes of the policy? You should be clear about the policy proposal: what do you hope to achieve by it? Who will benefit from it?

	Aims:

To maintain a healthy and safe working environment for all our employees, and to be committed to providing a supportive working environment that maintains and promotes the health and well being of employees.

Purpose and Outcome:

The Commission recognises that workplace stress is a health and safety issue and acknowledges the importance of identifying and reducing factors that can lead to workplace stress.  The Commission believes there are benefits to preventing work-related stress, including a better quality of working life for employees, increased employee engagement and performance and reduced absence and sickness levels. 

There are occasions when the source of stress is unavoidable and/or out of the Commission’s control and in these circumstances, the Commission will carefully manage the situation to try to avoid staff becoming unwell as a result. 

Who will benefit:

This policy applies to all Commission employees, regardless of length of service or work pattern.  


	3. Which aspects/activities of the policy are particularly relevant to equality?

	The following areas have been identified as being relevant:

· Training to support implementation of this policy

· Communication of this policy
· Access to, and understanding of the processes within this policy

· Partnerships to deliver this policy
· Monitoring and review of the policy



	4. Gathering the evidence

	List below available data and research that will be used to determine impact on the different equality groups

Your assessment must include equality monitoring data gathered by your directorate. If data is not referenced and a link provided to the source, your EIA will not be signed off by the internal equalities team. 

If you don’t have any equality monitoring data please set out in question 5 below the mechanisms you will put in place to collect this data. 

It is your responsibility to identify the available data and use it within your assessment.

	· Research in 2008/09 estimated 415,000 individuals in Britain, who worked in the last year, believed that they were experiencing work-related stress at a level that was making them ill (prevalence), according to the Labour Force Survey (LFS) 

· The 2009 Psychosocial Working Conditions (PWC) survey indicated that around 16.7% of all working individuals thought their job was very or extremely stressful. 

· According to self-reports from the LFS an estimated 230,000 people, who worked in the last 12 months, first became aware of work-related stress (incidence), depression or anxiety in 2008/09, giving an annual incidence rate of 760 cases per 100 000 workers  

· Estimates from the LFS indicate that self-reported work-related stress, depression or anxiety accounted for an estimated 11.4 million lost working days in Britain in 2008/09  

· The highest proportion of cases reported, both by occupational physicians and psychiatrists, occurred in the age groups 35-44 and 45-54 years. The estimated incidence rates of self-reported work-related stress in 2007/08 were also highest among the 45-54 year age bracket.

Taking both surveillance schemes together over the years 1999 to 2008, since 2006, more female cases have been reported than men. However, this represents a pattern of more male cases being reported by psychiatrists and more female cases by occupational physicians. Self-reported data for the period 2001/02 to 2007/08 has consistently indicated females to have a statistically significantly higher incidence rate of stress as compared to males.  

Sources:
· Health and safety statistics: 2008/09 

· Self-reported work-related illness and workplace injuries in 2007/08 



	5. Evidence gaps 

Do you require further information to gauge the probability and/or extent of impact? 

No: please go on to the next question. 

Yes: please explain how you will fill any evidence gaps. Please be specific. We don’t just want to know what data is missing; we want to know how you will go about collating it, time frames and responsibilities.

	
At present the following absence data is recorded and monitored;

· Disability related absence

· Disability leave

· Sickness related absence

Although we are in a position to breakdown absence data into the reasons causing those absences, we do not currently collate and analyse absence data by equality strand.  We are planning to be in a position to begin monitoring by strand in the first quarter of 2010, this will be led by the People Directorate.

	6. Involvement and consultation.

You are required to involve and consult stakeholders during your assessment.

The extent of the consultation will depend on the nature of the policy. All major work programmes and strategies should make arrangements to consult throughout assessment. That includes gathering views on the initial aims of the policy and also on any impact. This should allow an informed view to be given on the options identified, as well as the assessment of impacts. Stakeholders’ views on the most effective methods of addressing unwanted impacts should be considered. Following consultation and involvement it may be necessary to go back to the assessment and revise your findings.

	
Please indicate: 

· the consultation that has taken place, who with, when and how

· summary of the feedback

· link to any written record of the consultation so that it can be published alongside this assessment (if this is not provided your assessment cannot be signed off by the internal equalities team), and

· how you will continue to gain stakeholder views once your policy has been implemented.

	Consultation has taken place with the following stakeholders:
· Trade union representatives

· Staff groups

· Corporate law

· National accessibility officer

· Internal equalities

Key messages from consultation:
Consultation with staff groups, trade unions and  identified that whilst the policy is robust and its aims were to treat staff fairly, clarity was requested on; 

· The distinction between pressure and stress, where members of staff (all members of staff) view undue pressure as constituting stress. Perhaps examples could be provided to help make this clearer

· The frequency that confidential employee opinion surveys to identify any individual or functional areas would be conducted
· Is it permissible for a member of staff to approach the HR Business Partner directly to discuss work related stress issues?
· Clarity was required on how the Commission would support staff by identifying causes of work place stress
Continued engagement :
1. The Commission currently engages with all of its staff groups, which includes, the disability staff group, the BME staff group, the LGBT staff group, religion or belief and carers groups.

This process has at time been difficult and has not resulted in the level of involvement that was hoped for.

To promote greater involvement on a second phase of policy development planned in 2010, we will pilot an additional approach to engaging and involving staff. The pilot will draw together a cross strand representative staff group who will be asked to take part in a workshop hosted by an external facilitator. 
Representatives from our current staff groups will be invited, along with other staff members.

2. A feedback prompt has been included in the equality impact assessment statement on all policies. We hope this will encourage staff to provide ongoing feedback that we can use to inform subsequent reviews of this policy.

	Step 2: Assessing impact and opportunities to promote equality

	7. What kind of equality impact can you see being evidenced in respect of the individual equality duties? Please provide as much detail as possible as to how you have reached the conclusions that you make and document them clearly below.

	· The successful implementation of this policy relies on managers having a grasp of the triggers and signs of stress that their staff may experience, and offering appropriate support.  Without mandatory training that draws out the differences in the causes of stress and appropriate management techniques specific to the equality groups, staff could potentially  be treated differently depending on the knowledge that their line manager has.
· Organisational change, poor performance management, lack of support and training, and poorly defined job roles are all major contributors to work related stress and will affect all staff. However some groups may be disproportionately affected by one, or a combination of the above factors. Without effective monitoring of this policy we will be unable to gain an understanding of which groups are being disproportionately affected by the workplace environment, and environment outside of the workplace.
· Delays in implementing reasonable adjustments can increase work related stress for staff with disabilities 
· The stress management policy is not a standalone policy and is supported by other interlinked policies including performance management, dignity at work policy, domestic violence policy, absence management policy, flexible working policy, reasonable adjustment policy and the career break policy. How well these other policies are implemented and monitored will have a bearing on the levels of stress experienced by staff in and out of the workplace.
· There is the potential for the policy to have an adverse impact if the training that supports it does not adequately cover how equality dimensions can be relevant to the effective, fair and successful resolution of bullying and harassment concerns.  This understanding is essential to the policy’s effective implementation.
· Based on national data and available research, there are known issues for some groups in being able to equitably raise and resolve concerns, for example where equality factors affect fair and full participation in the policy’s processes/procedures.  
· Poor communication of this policy could impact negatively on some staff groups. For example if the policy is not available in alternative formats, staff with disabilities could be impacted in a negative way.

· At present is unclear how when procuring the services of external providers of occupational therapy or other supportive provisions that equality considerations have been considered. For example are we confident that providers have built equality into the mode and types of support made available?




	8. What can you do further to maximise opportunities to further promote equality and ensure equitable outcomes for different communities and groups?

	Addressed within following section.

	Step 3: Strengthening your policy

	9. What will you do to remove any negative impact identified and further promote equality? Please document the actions required to strengthen your policy in the table below.

	
As a result of this assessment, to ensure that the policy is correctly implemented and that it achieves a positive impact, the Commission has; 

· Revised the policy as it has been developed, considering and acting on the feedback it has received
· Revised terminology so that it is of a more supportive nature
· Introduced an accessibility statement

· Introduced a prompt for staff to provide feedback on this policy 

The Commission will provide: 

Training

· This policy will be supported by 'managers guidance' which explores, recognising the signs of stress, the causes of stress, causes of worked related stress, and preventing and managing stress. The guidance also notes that - Managers and employees will attend stress awareness and stress management courses to enable them to recognise the signs of stress awareness, and to enable them to develop an appropriate coping strategy.

· Training should be made mandatory for all line managers to ensure that inadequate training is not contributing to this policy being implemented unfairly. 

· Introduce guidance on managing and implementing reasonable adjustments.
Accessibility

· A glossary will be created to support staff to understand  and provide clarification on the meaning of terms used within policy documents
· Wherever possible reasonable adjustments will be put in place to support full participation in the policies procedures and practices. Staff will be expected to adhere to our reasonable adjustments guidelines and where there is uncertainty, the national accessibility officer should be consulted.
Communication

· A communication plan will be implemented ensuring managers feel confident and have the knowledge to use the guidelines and policies, and that staff are clear about what the policies mean for them personally. Staff involved in the communication process will be required to give regard to our reasonable adjustments policy, including;

· alternative formats of policies will be sent to those that need it

· email – appropriate font size and accessible documents will be used to ensure no one is excluded

Partnerships

· Specifications to procure training will detail explicitly that training providers must demonstrate an understanding of how equality considerations will be built into any content, the choice of trainers and the inclusiveness of the delivery.
·  We will request that the provider builds into the content  the potentially different triggers that may cause stress for different groups, and how management and support strategies may differ. For example, women are more likely to have caring responsibilities, staff with disabilities may experience stress as a result of reasonable adjustments not working. The training should also consider how different supportive actions may also be required. For example, suggesting to a member of staff that they should visit their GP may be a route that some groups are not comfortable with depending on the cause of the stress. 

· A review of current provision will take place in 2010. This will include a review of the benefits and impact of the employee assistance programme as well as other ‘bought in' support. This review will look at what aspects of the current provision is working well, and what additional support, if any, is required. As a large proportion of the support provided by these services is confidential, gaining an understanding to the extent of use and impact of services will be difficult. We will use our staff survey to gain further insight as well as talking directly with service providers to build a picture of how well current provision supports all of our staff. 

· Monitoring
At present absence data relating to stress is not collated by equality strand. New data collection systems are being introduced which will allow the collection of data by equality strand. Once this data is available it will be used to support the review of this assessment in March 2011.

This policy will be reviewed in twelve months time when it will be clearer what the actual impact of this policy has been and how actions implemented as a result of this assessment have supported the successful implementation of this policy.

There is need to consider in this review, the success of the data validation exercise currently taking place across the Commission which will have an impact on the validity of any data that we use. Poor disclosure rates make it difficult to determine meaningful impact of the data.

	Action planning

	Action(s)
	Timescales
	Responsible lead
	Outcome expected

	Action 1 and 2
Introduce mandatory stress awareness training for managers that looks at specific causes of stress for different equality groups and how this might affect management and support strategies

	Part of the Learning & Development Strategy for implementation 2010
	People Directorate
	All line managers are able to respond appropriately to staff experiencing stress 

	3.Review effectiveness and reach of the employer assistance programme


	2010
	People Directorate
	Support mechanisms are in place that are able to address the differing needs of staff who are experiencing stress.

	4. Collate and analyse stress related absence data by equality strand and identify lead to review data.

	Dec 2010
	People Directorate
	The data will be used to determine whether there are any groups who are disproportionately affected by stress and will inform any resulting actions necessary. 

	5. Implement  reasonable adjustments guidance for managers


	April 2010
	People Directorate
	Managers and staff understand their individual accountabilities when reasonable adjustments are required in the workplace. Staff with disabilities feel supported and are able to carry out their working role effectively.

	Step 4: Monitoring and review

	10. What monitoring mechanisms do you have in place to assess the actual impact of your policy?

	See action 4 above


	Please provide a review date to complete an update on this assessment. 
	Date of next review: March 2011


