Retirement policy EIA

Step 1: Scoping the EIA

Name of the policy/function: Retirement policy
Lead assessor:  People Team
Date process started:  Date process ended:  
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:
Note: 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.
Q1. Has a screening assessment been used to assess which of the equality groups the policy is relevant to?

Yes - A screening was carried out  FORMCHECKBOX 
(Please tick if applicable)
Date of screening:        

No:  A screening has not been completed  FORMCHECKBOX 
 Please tick if applicable
Note: 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. Assessors of single strand projects must also consider multi- discrimination dimensions. See guidance for further details on assessing impact and multi-discrimination

Q2. 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:   

	Purpose and Outcome:   

The purpose of this policy is to provide guidelines on how the Commission approaches flexible retirement, to advise employees on their eligibility to request flexible retirement and set out the appropriate procedure to follow. 


The policy sets out the approach the Commission will follow to ensure consistency and fairness in treatment for all employees who make a request of flexible retirement.  

As the Commission is committed to equality of opportunity for all employees, this policy will help ensure that we do not treat any employee less favourably because they request flexible retirement.  

Who will benefit:

Commission employees, who may retire at any time.  An employee wishing to retire would discuss their plans with their manager and seek to reach agreement about a date and arrangements for their retirement.  



	Who will benefit: All Commission staff, wider civil service and NDPB staff


Q3. Which aspects/activities of the policy are particularly relevant to equality?  At this stage you do not have to list possible impacts, just identify the areas.

	Activity/Aspect

	Providing reasonable adjustments throughout the retirement procedure

	Managing the health and well being of an older workforce

	Caring responsibilities may increase as absorb older workforce- flexible policy strengthened

	Positive performance management and ensuring it remains objective

	Myth buster awareness/training

	Pre-retirement courses- planning 

	Workforce planning -recruitment

	Access to learning and development and promotion opportunities


Q4. Gathering the evidence

List below available data and research that will be used to determine impact on the different equality groups
Note: Where you can find data to help inform your EIA

· The EHRC Library has around 6,000 articles, books and journals available for loan 

· The library's entire catalogue is searchable on our Intranet

· Our annual workforce monitoring reports
· The Triennial Review will be generating a lot of useful new evidence and statistics regarding equality issues in Britain.

· The 'Fairer Britain' section of our website includes all research and projects completed by the EHRC over the last 2 years

	Available evidence- used to identify impact

	On 29 July, the government published the Phasing out the Default Retirement Age consultation seeking views on its proposals to phase out the default retirement age, fulfilling a commitment in the Coalition's Programme for Government and the Budget. The Phasing out the Default Retirement Age consultation proposes a six month transitional period ending with full abolition of the default retirement age in October 2011. Views are invited by 21 October 2010.

The consultation builds on the joint review by BIS and the Department for Work and Pensions (DWP) considering whether the default retirement age of 65 remains appropriate and necessary. This review was announced by the previous government in its Building a Society for all Ages strategy. In conducting the review, many issues including the needs of business and individuals in the prevailing economic climate were looked at.

The Survey of Employers’ Policies, Practices and Preferences relating to age (SEPPP) provided an insight into employers’ age based practices, in particular the use of the default retirement age, and took into account the broadest possible range of evidence to inform the review. 

Stakeholders and interested individuals were called to submit their evidence to the review. A summary of submissions from stakeholders and interested parties (PDF, 49 Kb)  has now been published.

Several research documents have been released by BIS and DWP to support the Default Retirement Age review and consultation.

· Employment Relations Occasional Paper - Review of the Default Retirement Age: Summary of Research Evidence (PDF, 182 Kb)  

· Review of the Default Retirement Age: Summary of the stakeholder evidence (PDF, 323 Kb)  

· Employment Relations Research Series No 110: Second survey of employers' policies, practices and preferences relating to age, 2010 (PDF, 1.5 Mb)  

· A Comparative Review of International Approaches to Mandatory Retirement: DWP Research Report 674 

· Default Retirement Age: Employer Qualitative Research: DWP Research Report 672 

· Pathways to Retirement: The Influence of Employer Policy and Practice on Retirement Decisions: DWP Research Report 673 

Research conducted by the EHRC:

In January 2010, the Commission launched Older Workers, Employment Preferences, Barriers and Solutions by Deborah Smeaton, Sandra Vegeris and Melahat Sahin-Dikmen and Working Better: The over 50s, the new work generation. These reports looked into the work aspirations of older workers and included a set of proposals for fundamental changes to employment policies for older 

The retirement rules vary across Europe although, even where there is no default retirement age, figures from 2005 showed that people did not, on average, work beyond the age of 65.

[image: image1.png]Average actual retirement ages across Europe, Men 2005

Effectve age oficiaage
Denmark

Trelandl ——
Beigum I———
Germany E———
Greocs | ———
o
aly —
Cyprub
Luxembourg I—
Netheriands ——
Austria —
Poland I ——

Portugal | ———
———
S
I ———
I
———
I
—
—

I ————
——

Fnind
irs

Sweden
Suigara
Elonia
Romaria
Siovenia
Cinia
Laiva

Hungan
Soidis
Crech Repudlc
Rata

Fiance

50 55
Source: Eurostat

65




[image: image2.png]Average actual retirement ages across Europe, Women 2005

Effective age Ot

——

Denmark
ireland
Germany
Span
prus
Lusertourg
Netheriands
Portugal
Fniand
Beigum
Sweden
Hungary
Slovakia

Poland
UK

Lithuania

Malta

France

Estonia
Bulgaria
Romania
Czech Republic

50 55 60 65
Source: Eurostat




The following sources have been used to inform this assessment:

· The 2009/10 Workforce diversity report

· The equality Act, 2010 Employment Statutory Code of Practice

The Commission will implement a retirement policy without a default retirement age as of effect from 20th September 2010.


Q5. 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. 
	Evidence gap


	How will the evidence be collated
	Individual or team responsible and timeframe

	Data relating to retirement
	
	


Q6. Involvement and consultation
Note: 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.
	Consultation that has taken place, who with, when and how:

	Local consultation will begin on 30 July.  


	Summary of the feedback from consultation:

	Following observations were made:
· the focus is on retirement and reads as though the Commission expects people to retire when they reach 60 -65
· Policy should be on age management including setting out what the organisation will be doing to support employees to extend their working life and maintain their competence and confidence 
· As well as covering employment exit and transition to retirement the policy needs to cover recruitment; learning and development; career development; performance management; flexible working time; health protection; redeployment
Resulting Action:
The policy has been revised to take on board some of these observations and focus on the options around retirement whilst emphasising that no employees will be expected to retire at any age.  The decision was taken to implement the policy as soon as possible to remove the default retirement age, but that the policy could be further developed over time to capture other areas such as performance management and learning and development once those other policies have also been implemented.
Query:
No procedure for redress if there is a failure to agree whether and on what terms an employee could partially retire
Resulting Action:
The procedure for requesting partial retirement by reducing hours, should be through the Flexible Working policy.  Where this was not approved employees should therefore use the Appeals process set out in the Flexible Working policy.
Query:
What happens if an employee is forced to retire because of ill health, is this covered in another policy?  

Ill Health Retirement relates to the Absence Management Policy and specifically the procedure for managing long term ill health.

Query:

What happens in a compulsory redundancy situation if a person is over 50 or full retirement age?

This would be covered in a redundancy policy.

Query:

The policy refers to situations where partial retirement might not be appropriate for employees that the flexible working policy could still be of benefit to them.  Query regarding when this situation might be.

This is referring to the fact that some individuals might just wish to reduce their hours or change their work pattern but don’t actually want to apply for partial retirement because of the impact on their pension.  The Flexible Working policy is available to all staff, it is referred to here to highlight that older workers might wish to consider this.

Query:

How would partial retirement work where someone wants to move to a lower paid job?
This would be dependent on a vacancy elsewhere being available and the individual would need to apply for the post through the normal recruitment procedure.   

	Link to any written record of the consultation to be published alongside this assessment:

	

	How engagement with stakeholders will continue:

	


Step 2: Assessing impact and opportunities to promote equality 

Look at the areas identified in question 3 as being relevant to equality (and any others identified during the evidence gathering or consultation stages) and document in the table below.  
Q7: Using the evidence you have gathered what if any impacts can be identified.  Please use the table below to document your findings and the strand(s) affected.

Q8: What can you do further to maximise opportunities to further promote equality. Please document below.
Step 3: Strengthening your policy

What can be done to remove or reduce any impact identified? Please use the table below to document your strengthening actions. 

	Activity/Aspect
	Strand
	Potential/actual Impact
	Strengthening actions to remove or reduce impact

	D= Disability R=Race RB=Religion or Belief

G= Gender A=Age SO=Sexual Orientation T=Transgender
	Action (include timeframes)

	Providing reasonable adjustments throughout the retirement procedure
	A/D
	Not providing reasonable adjustments in relation to the retirement process could impact negatively on disabled staff that, for example, may require materials in other formats or extensions to time frames.
	Reasonable adjustments guidelines

Our reasonable adjustments guidelines will be followed

	Managing the health and well being of an older workforce
	Age
	Managing the health and well being of an older workforce will require consideration to develop an agile working environment. Not responding to the requirements of an older workforce could impact negatively on the well being and health of older employees.
	Occuptional health assessments

All staff choosing to work beyond their retirement age will be offerred a referral to our occupational health experts to discuss supportive measures in the workplace. 

Job re-shaping

Changes to employees work will be managed through the partial retirement process. 

Flexible working

Where flexible working arrangements support older employees to manage their work/life balance more effectively, this will be managed through our flexible working policy.



	Caring responsibilities may increase as the Commission begins to retain and recruit an older workforce
	Age
	Flexible working policy not implemented
	Our flexible working will be  strengtheneed to add clarity to flexible working options for an older workforce.

	Positive performance management and ensuring it remains objective
	Age
	Older workers could incorrectly be perceived to work at levels below that of their younger peers which may be reflected within a performance management framework.
	Competency frmework and performance management

The Commission is about to commence an objective performance mangement framework based on a competency framework. The outcomes of this framework will be monitored to ensure its implementation is fair. Our annual workforce diversity report will capture  this information and will be published on our website. 

People Directorate

	Myth buster awareness/training
	Age
	If staff hold stereotypical views about an older workforce, this may impede the development of an inclusive culture supporting employees of all ages
	Provide myth busting briefings to staff using literature already developed by external agencies and through our working better camapign to promote ‘age diversity at work’ within the Commission.

This will be developed as part of the communications strategy supporting the delivery of the retirement policy.

Communications team

	Access to learning and development and promotion opportunities
	Age
	Training can help employees of all ages to master the latest skills. Older workers are just as likely to successfully complete their training as younger workers, including in new technologies.

Unfortunately some managers may believe that training is for the ‘younger’ workforce and in some instances ‘older’ employees themselves may also believe this to be the case. 

Ensuring that line managers and employees understand the benefits to on-going training will be important to ensure that training opportunities are open to all employees at the Commission.

 
	· Training will be available to all employees, without minimum or maximum age restrictions 

· We will make sure that older workers are aware of training opportunities and encourage them to take them up 

· We will monitor who is taking up training as part of our data collection that forms part of our workforce monitoring 
· and encourage older workers to take part, directly or through their supervisor 
· Introduce myth buster/awareness training


	Q9. Opportunities to further maximise equality

	Please see removal of default retirement age


Step 4: Monitoring and review

Q10. What monitoring mechanisms do you have in place to assess the actual impact of your policy?
	The following monitoring information will be used to ensure that this policy is implemented fairly;

· By diversity profile;

·  staff choosing to retire at 60, 65 and beyond

· access to learning and development opportunities




Please provide a review date to complete an update on this assessment. 

Date: September 2011
12

