Learning and Development EIA
Step 1: Scoping the EIA

	Name of the policy/function 
	Learning and Development policy

	Lead assessor  People Team
	Date process started  April 2010

	
	Date process ended  August 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. Has a screening assessment been used to assess which of the equality groups the policy is relevant to?

	A screening was carried out  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 of screening:       
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 (such as 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:
The aim of the policy is both to ensure that all staff develop the necessary knowledge and skills to ensure that the Commission’s current and future needs are met, and to ensure that individual members of staff can build satisfying careers.
Purpose and Outcome:
The purpose of this policy is to set out how the Commission aims to promote opportunities for individuals to learn, develop and share knowledge, skills and experience in order to build a learning organisation.


Who will benefit:
Learning and development opportunities will be made available to all employees and the Commission will take such reasonable steps as are necessary to ensure that these opportunities are accessible to all groups of staff. 



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

	· training to support implementation of this policy

· communication of this policy
· access to and understanding of the processes within this policy

· Procuring services 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 this is relevant to the policy. If it is relevant, but 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.

	Data:
The Commission’s workforce diversity report covering the period April 2008 to March 2009 available at http://www.equalityhumanrights.com/about-us/our-equality-scheme/
Review into access to learning and development conducted by the National Accessibility Officer and the Disabled staff group.
Research conducted by the EHRC:

Working Better  initiative

Just Ageing  programme
Research conducted by others:

Moving on Up? - Ethnic Minority Women at Work  research (EOC)
Double Glazed Glass-Ceiling  report (Stonewall)

Sex and Power  research (EOC)


	5. Evidence gaps 

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

No: please go on to question 6. 

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.

	We currently collate data on staff accessing training by equality strand in accordance with our requirements to meet the current race equality duty. We will develop our data gathering mechanisms to gain a better understanding of how staff evaluates the training that they receive by equality strand.


	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:


The People policies working group has commenced consultation on this draft policy.

Key messages from consultation:

The following points were raised in relation to the draft policy:

· How will the policy be applied – it was raised that it seems to be quite ‘ad hoc’ at the moment and therefore it would be helpful to have more detail in the policy about its application.

· Sponsorship – how does this apply in practice?

· Repayment of funds – if the employee failed the course due to a failure to make reasonable adjustments, would they still need to repay the cost of the course?

· A concern was raised that some staff are not currently able to spend time on their own development because of their workload

· A concern was raised about some staff not having received basic training in Equality and Diversity which could lead to issues when staff are working with stakeholders.

· There was a request that a statement be included in the policy about line managers not preventing staff from attending courses at the last minute.

· one member suggested that the skills of internal staff could be harnessed to provided training in certain areas

· It was raised that a lot of courses are run in Manchester and not London.  It was discussed that this was likely due to problems with non-attendance when courses had previously been arranged in other locations, particularly the London office.  It was suggested that the Learning Reps could be involved in discussions about how to tackle this.

At a further meeting, the following points were raised:

Include reference to Personal Development Plans

It was requested that a statement be included about L&D being reviewed throughout the year – at the moment the policy suggests it might only be discussed once a year at the appraisal stage.  It was suggested that this could be captured under the ‘Manager’s Responsibilities’

It was decided to include reference to the need to review L&D regularly and cross reference to guidance about performance management when this is available.

Clarity was sought on what was meant by ‘cross functional project teams’ and it was agreed that this be changed to ‘cross directorate’.  One member highlighted the need for a glossary of terms for the policies.
It was asked that a commitment to communicating what’s available be included here.
It was raised that there might be some circumstances where non-completion of a sponsored course was outside of the employees’ control e.g. if reasonable adjustments haven’t been in place, in which case requiring the repayment of fees might not be appropriate.

One member provided an update on the development of a Learning Agreement – the Learning Reps are meeting with the L&D team to develop this.  The L&D Policy will form part of this agreement.

One member suggested that guidance be included in the policy about sponsorship and that an appeal stage could be included for where sponsored study is turned down.

A query was raised about performance management.  A member informed the group that work on the performance management framework is currently being undertaken by the Learning and development manager,  and that the framework will contain the requirement for staff to have SMARTER objectives and it will be underpinned by the pay remit.  They suggested that there needs to be some minimum requirement for meeting L&D needs, otherwise workload can take over and individuals are unable to attend courses and undertake development.

Further consultation taken place with EHRC staff, March 2010


Query:

The issue of staff being required to pay back any fees if they withdraw from a course was raised.  Staff felt that it could have a negative impact on disabled employees, if they withdraw or are unable to complete a course due to disability related reason or sick leave.  Staff felt that recognition of this should be made in the policy, and that the number of staff withdrawals from courses along with the reasons should be monitored, to ensure that failure to implement reasonable adjustments by the course provider is not a factor.

Action now taken:

The following statement has been included under the ‘Sponsored Study’ section of the policy:

“If, during the course of sponsored study, an individual is experiencing any difficulties in relation to reasonable adjustments which are impacting on their ability to complete the course, they should speak to their line manager and the Learning and Development team at the earliest opportunity.”

Query:
The fact that the policy focuses on academic learning and professional development was raised.  Staff felt there was potential for negative impact on disabled and female employees, and that including messages about other learning options in the policy could help counter this.

Action now taken:

The policy recognises that there are many ways in which individuals can learn and develop.  Formal training or study for a qualification is not the only or best solution.  Where a need is identified, the following options should be considered:

· Development within the current post / on the job training

· Internal and external training courses or seminars

· Participation in cross functional project teams

· Job shadowing

· Secondments or short attachments

· Distance learning

· Computer based training / e-learning

· Sponsored study for relevant qualifications 

· Mentoring

· Coaching.

These are all referenced under Section 8 ‘Learning & Development Activity’

In addition individual learning plans will support
Query:
Staff felt that a recognition in the policy that disabled staff may need to take additional time away from work to prepare or support their learning would be beneficial.
Action now taken:

This will be addressed by our reasonable adjustments policy

Query:
Staff thought that it should be made clear in the policy that there are specific requirements for training and learning to be scheduled at certain times and days.  This helps maximise attendance and opportunities for people working flexibly or dealing with caring responsibilities.

Action now taken:

The L&D team already take all these into consideration when arranging learning and development activity.  A statement has now been included under Section 3 – ‘Accessibility’ as follows:

“The Learning and Development team will endeavour to arrange training courses that are considerate of flexible working patterns and school holidays. The team will do their utmost to ensure training is accessible to all staff and that alternative dates are available as appropriate.”

Query:
Staff felt that encouragement from managers for staff to take up learning and development opportunities was important.
Action now taken:

The Manager’s responsibilities sections sets out the need for managers to encourage and regularly review development for individuals in their team.

Query:
Staff suggested that an open access learning centre would be a good idea, a reference to our library resource could be included.

Action now taken:

Reference to be given to library resource that already exists to do this

Query:
Staff also suggested that 'acting up' positions and secondments should be monitored.

Action now taken:

This will be addressed as part of the monitoring information gathered to produce  our annual workforce monitoring report
HR policy consultation meeting, April 2010

Following points raised:

It would be helpful for a list of aims to be included in the policy

Request for a minimum number of training days to be provided to non-employees - i.e temps/ agency workers, as there may be inconsistencies if left to individual manager's discretion.
Continued engagement:

1. 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.
2. Our annual employee survey will continue to collect feedback that can be used to inform how well this policy is being implemented.



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.

	· 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.

· On review of monitoring data collated in our 2009-2009 workforce monitoring reports  a lower level of participation of disabled staff in learning and development opportunities was observed.  

· Possible negative impact if multiple training sessions were not offered to enable staff to work around childcare responsibilities.
· Effective implementation of this policy requires Managers to understand the principles of this policy and their responsibilities when they are considering a request for training. Managers have a responsibility to ensure that they manage and support all staff fairly. Managers who fail to develop this understanding and/or attend training to help them to do this could result in this policy being implemented unfairly. This could have a detrimental effect on all staff and in particular those with 
· Caring responsibilities 
· Childcare responsibilities
· Individuals with disabilities 
· When procuring with training providers it is essential that tenders are clear upfront what expectations are around delivering inclusive training programmes and where content is reflective of equality considerations. When contracts are agreed equality specific contract clauses should be included in all agreements with providers. Failure to do this could potentially exclude groups from training and deliver sub-optimal training to those staff attending training.

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

	If any issues with Commission staff relating to equality have been identified, the training sessions could be used as a way of highlighting these issues.

Feedback from training sessions could identify any equality issues relating to learning and development that have been overlooked.


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(see above)

· 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 take action regarding the following: 
Training


· Undertake training for all managers through the implementation of the learning and development strategy for 2010-2012.

· Have an intranet based advice / good practice guide for managers.
Accessibility

· A glossary will be created to support staff to understand and clarify 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 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


	Action planning

	Action(s)
	Timescales
	Responsible lead
	Outcome expected

	Implement action plan to support access to training by disabled staff


	April 2010
	National accessibility Officer/ Learning and development team
	Improved participation of disabled staff in learning and development opportunities


Step 4: Monitoring and review

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

	· Monitoring

Regularly monitor both the implementation and outcomes of the Learning and Development policy. This analysis will be reported to the Senior Management Team. This monitoring will form part of the data gathering exercise to produce our workforce monitoring report.
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.



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


