Equality and Diversity Impact Assessment

Part 1 - Screening Form 

1.
Name and title of individual (s) completing assessment:
Giovanna Edwards – HR Business Manager

2.
(Contact Telephone:  

01392 261573       

3.
Directorate and service area(s): 

Trust wide
4.
Name of document/service to be assessed:
Leadership, HR, Workforce Development and Education Strategy
5.
Is this a new or revised document/service? 
New
6.
Assess for relevance against equality and diversity issues

Does the document/service have an impact on equality groups whether they are patients, staff, carers, visitors or the public?  For guidance please see 12.3 or contact the Equality and Diversity Lead. 

	Equality Group
	Positive
	Negative
	Neutral
	Assessment of Impact

	Age


	
	
	Yes
	· Recruitment of different ages is not exclusive.  Mindful that progression and promotion is not determined on the basis of age at both ends of the spectrum and that recruitment to posts are not based on the number of years experience of the individual but on merit of the individual. Consideration needs to be taken into account that in 2011, the default retirement age will be reviewed by the Government to consider whether it is still necessary to maintain a default retirement age at 65, or any at all.

· Age criteria should never be taken into account in employment decisions
· When releasing employees, the organisation’s future needs for knowledge, skills and competencies should be taken into account – the ‘corporate memory’ needs protection.

	Gender


	Yes
	
	
	· There is recognition within the document that the even distribution of male/female needs to be supported

	Race/Ethnicity


	Yes 
	
	
	· The Trust has recognised that the ethnicity balance of staff needs to reflect the community; at present it needs improvement 

	Sexual Orientation
	
	
	Yes
	· There is no impact in relation to sexual orientation.

	Religion or belief


	Yes 
	
	
	· The strategy recognises that there is an imbalance and this may impact on our workforce numbers meeting the population 

	Disability


	
	Yes
	
	· Specific reference and considerations in favour of disabilities needs to be supported. The workforce strategy needs to  include any adjustments to workforce roles or any development of new innovative roles to attract disabled employees.

	Deprivation


	
	
	Yes
	· Training addresses the learning needs of those with varying educational needs.

	General (Human Rights)
	
	
	Yes 
	· Consultation process in place and membership of Trade Union representative to oversee the Trust does not breach Human Rights in the changing needs of the organisation

	*Action to take 
	Require a full impact assessment 
	The screening demonstrates a need to consider consultation, involvement and developments in respect of supporting disabled groups. 


*Action to take: Yes - Please complete Appendix Part 2
Signature:
Giovanna Edwards



Date:  27 November 2008
Keep one copy of the Impact Assessment, send electronic copy to the Equality and Diversity Lead giovanna.edwards@swast.nhs.uk   and send an electronic copy, along with the document/policy to the Public Relations Office  mailto: publicrelations@swast.nhs.uk   to input on the website.
Appendix F
Part 2 - Full Equality Impact Assessment

	1. Identify the aims, objectives and outcomes of the document / service

 


1.1
Provide a summary of the aims and objectives:

To ensure:

· The numbers and skills of the workforce are in line with the service development needs and reflect the population and the community it serves in respect of disability;

· The gender and black and minority ethnic imbalance within the Trust workforce is sensitively managed to reflect the general population;

· The Trust takes a positive approach to employing a workforce whose religion and belief is diverse.
1.2
What are the intended outcomes of the document /service? 

· To have an organisation that takes a proactive approach to providing employment opportunities for people from diverse backgrounds;

· To identify ways of making the Trust more accessible to disabled people.

1.3
How will you measure the outcomes?


The outcomes will be measured:

· In our workforce statistics provided 6 monthly to the Board and Governance Committee.  These are published internally and externally on the web;

· In the number of posts that are redesigned in order to accommodate recruitment and retention of disabled people.
1.4
Who is intended to benefit?

· The patients are intended to benefit as a direct standard of care;

· Indirectly the Trust as the Strategy will ensure the organisation achieves best practice and demonstrates an employer of choice.
	2. Gather and consider available information and data




2.1 What relevant information and data has been considered?
Discrimination against disabled people is widespread in our society.

The Disability Discrimination Act a law designed to end discrimination against disabled people and was introduced in order to ensure that employers and everyone who provides a service to the public applies the law appropriately.

Under the Disability Discrimination Act employers are required to make reasonable adjustments so they do not discriminate against disabled customers or employees.
This affects the way we treat staff, job applicants and customers.

The law has been designed so that you only have to make reasonable changes, but if you fail to do what is reasonable, a disabled person could take legal action against the Trust for treating them unfairly.
By looking holistically at how we can support disabled people in our recruitment process or role redesign we are able to widen our talent pool as well as increase our chances of finding employees with the right skills and experience. 

The following documents provide information in respect of the inequitable treatment of disabled people or how to avoid unfair treatment:

· DRC Health Formal Investigation report summary for practitioners;
· Health Formal Investigation - equal treatment: closing the gap;
· Maintaining standards: promoting equality - full report;
· Leading by example: Making the NHS an exemplar employer of people with mental health problems;
· Positively employed: An end to HIV discrimination at work;
· Redundancy (disability and employment fact sheet);
· Sick leave, sick pay and medical appointments (disability and employment fact sheet);
· Discrimination Law Review: A Framework for Fairness.
The Trust is aware of the benefits of employing disabled people and those individual under-represented groups and is working on making those improvements.  

The Trust has identified a need to ensure this group of people are not disadvantaged and are exploring ways in which to assist this group.

The Trust has set up a Learners Disability Steering Group in order to ascertain the most beneficial and appropriate way forward for the Trust to support and/or attract disabled people.
	3. Assess the impact on equality




	Equality

Group
	Positive

Impact
	Negative

Impact
	Neutral

Impact
	Explain reasons for impact

	Age
	
	
	Yes 
	Recruitment of different ages is not exclusive.  Mindful that progression and promotion is not determined on the basis of age at both ends of the spectrum and that recruitment to posts are not based on the number of years experience of the individual but on merit of the individual.

	Gender
	Yes 
	
	
	Need to ensure that consideration is taken for both male and female as employment is more favourable for males.

	Race/Ethnicity
	Yes


	
	
	The Trust has recognised that the ethnicity balance of staff needs to reflect the community; at present it needs improvement.

	Sexual Orientation
	
	
	Yes
	No impact.


	Religion or belief
	Yes 
	
	
	The strategy recognises that there is an imbalance and this may impact on our workforce numbers meeting the population.

	Disability
	
	Yes


	
	To ensure that people with noticeable disabilities or hidden disabilities are not treated unfavourably.  May be learning disabilities to take into account.

	Deprivation
	
	
	Yes
	Training addresses the learning needs of those with varying educational needs.

	General (Human Rights)
	
	
	Yes
	Consultation process in place to oversee the Trust does not breach Human Rights in the changing needs of the organisation.


Positive impact
means promoting equal opportunities or improving relations within equality groups.
Negative impact 
means that an equality group(s) could be disadvantaged or discriminated against.
Neutral impact 
means that it has no effect currently on equality groups.

	4. Consider alternatives




4.1 
If no negative impact identified, move to question 5.

If yes, please summarise what changes have been made to remove or reduce the negative impact.
Due regard has been taken in respect of ensuring the service will take account of the other equality strands.  Resources will be made available as required.

The Trust has liaised with Access to Work in an attempt to support staff in accessing funds for reasonable adjustments.

	5. Involve and consult relevant advisors or groups




5.1
Have you consulted on the document/service?
Union representation on the task group.  However, the Strategy will be consulted on across the Trust in order to determine the most appropriate way forward.

	6. Decide whether to adopt the Document/Service




6.1
Do you intend to reject, implement or amend the document/service? Please state which.

The Trust intends to adopt the Strategy in its first draft form.  The final decision will be determined after consultation of the FT Steering Group and the wider Trust audience.

	7. Reporting results




· Keep one copy

· Send an electronic copy to the Equality and Diversity Lead 

· Send an electronic copy, along with the document to the Public Relations Office  

	8. Monitoring and Review




8.1
If monitoring processes are in place, please summarise what these are. If none are currently in place, what plans are there to establish monitoring? 
The workforce strategy will be reviewed annually.
	9. Equality Action Plan




An Action Plan to follow as this will be determined by the final Strategy.
	10. Meeting the legal duty




10.1
Does the document/service provide an opportunity to promote equality of opportunity and promote good relations between the equality groups?

The Disability Equality Duty (DED) covers the full range of what public sector organisations do – including policy making and services that are delivered to the public.
People who work in the public sector have to consider the impact of their work on disabled people, and take action to tackle disability inequality. This should mean that disabled people have better employment opportunities and do not come across discrimination when, for example, using a service. 

Signature(s):  G Edwards




Date:
27 November 2008
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