	EQUALITY IMPACT ASSESSMENT




INITIAL SCREENING
	Date of Screening
	August 2007

	Name of Policy writer
	Trust-wide policy
EQIA completed by Karen Wise, AD of HR

	

	Name of Policy

Driving greater management efficiencies in line with CPLNHS
	Y
	This is a new policy

	
	
	This is a change to an existing policy

	
	
	This is an existing policy

	

	Policy Aims, Objectives and Projected Outcomes

	To undertake a management restructure across the organization and to become more financially compliant

	Will the policy have an impact on national or local people/staff
	YES

	Are particular communities or groups likely to have different needs, experiences and/or attitudes in relation to the policy?
	YES

	Are there any aspects of the policy that could contribute to equality or inequality?
	YES

	Could the aims of the policy be in conflict with equal opportunity, elimination of discrimination, promotion of good relations?
	YES

	If this is an amendment of an existing policy, was the original policy impact assessed?
	NO

	If your answer to any of these questions is YES, then go on to the full EIA


	If you have answered NO to any particular questions, please provide explanatory evidence

	If you have answered NO to all of these questions then you must also attach a statement to all future submissions that are related to this policy and ensure that it is signed off by a director. You must also include a statement within any regulatory impact assessment that is related to this policy.


	This policy was screened for impact on equalities on (insert date). The following evidence (insert evidence) has been considered. As a result of this screening, it has been decided that a full equality impact assessment is not required.”

	
	


	EQUALITY IMPACT ASSESSMENT




FULL IMPACT ASSESSMENT

Statistics & Research

What relevant quantitative and qualitative data do you have in relation to this policy?

	Equality Target Group
	How does the data identify potential or known positive impacts?
How does the data identify any potential or known adverse impacts?

	Age
	Of all staff involved in the consultation, the breakdown in age range is as follows:

20 – 29:  6%

30 – 39:  21%

40 – 49:  41%

50 – 59:  23%

60 – 65:  2%

Not known:  5%

Of the staff who are significantly affected, the breakdown in age range is as follows:

20 – 29:  6%

30 – 39:  14%

40 – 49:  50%

50 – 59:  23%

60 – 65:  2%



	Disability
	Information not available – audit currently being undertaken


	Gender
	The breakdown between female to male is 77% to 22% for all staff involved in the consultation
The breakdown between female to male for those significantly affected by the consultation is the same.


	Gender Identity
	Information not available – audit currently being undertaken



	Ethnicity
	55% of all staff involved in the consultation are from BME background
53% of staff significant affected (ie potentially at risk) are from BME background
61.7% of all staff are from a BME background.


	Religion and Belief
	Information not available – audit currently being undertaken



	Sexual Orientation
	Information not available – audit currently being undertaken




	What research have you considered commissioning to fill any data gaps?

	As stated above, the Trust is currently auditing all staff on their personal information.  Currently there is a 25% return rate.  However, the information is not valid until all staff respond.



	Who are the stakeholders, community groups, staff or customers for this policy area?

	Staff.  The main groups affected are those working in corporate areas or in management / administrative roles within the Provider arm.


	What are the overall trends and patterns in this qualitative & quantitative data?

	In percentage terms, more staff aged 40 – 49 are significantly affected by the management restructure than the percentage of staff involved in the restructure in this age range.  Equally the age range 30-39 is less in percentage terms.
There is little significance statistically in terms of gender and ethnicity between overall staff numbers and those significantly affected.


	What are the specific equality issues that may need to be addressed through consultation (and further research)?

	The key issue that is highlighted by the data is age-related equality.



Gathering Evidence Through Community Engagement
Internal Stakeholder Engagement

	Does this policy affect the experiences of staff? How? What are their concerns?

	Staff
	Yes.  Any restructure will affect staff causing anxiety and disruption to work performance.  Concerns addressed below.


	Staff Networks & Associations
	Yes.  Any restructure will affect staff causing anxiety and disruption to work performance. Staff Networks and associations will experience an increase in activity during such periods.  Concerns addressed below.

	Trade Unions
	Yes  .  Any restructure will affect staff causing anxiety and disruption to work performance.  Trade Unions will experience an increase in activity during such periods. Concerns addressed below.


	

	How have you consulted, engaged and involved internal stakeholders in considering the impact of this proposal on other public bodies and services?

	The formal consultation regarding the change management process commenced in July 2007.  The corporate element of the consultation has now closed, but a second consultation for individual directorates commenced on 20th August 2007

The process for consultation has been agreed with staff side and trade union representatives in the form of the policy “Managing Change”, and regular reports have been made to the Trust’s Joint Staff Consulting Committee.  In addition, a meeting with the main FTO (Full Time Officer) has been held to discuss his concerns and agreements have been reached on the process to ensure equity and compliance with legislation.  
On an individual basis:  through the consultation process, all staff who are significantly affected will be offered a formal consultation meeting and will be offered right to representation.
The CEO has held a meeting with the Core BME group, who raised concerns and provided feedback on the process.  Concerns are detailed below.  Meeting notes available upon request
There have been high level discussions  at the Trust’s Joint Staff Side Consultation Committee (monthly), and at the  Overview & Scrutiny Committee, the Local Strategic Partnership Board, the Public & Patient Involvement Forum etc
Staff were also communicated with on a 1:1 basis and within teams as well as via the intranet and regular updates in the Trust’s newsletter.


	

	What positive and adverse impacts were identifies by your internal consultees? Did they provide any examples?



	There are concerns about equality and that the Trust is open & transparent.  For example staff are keen to see the outcome of the EQIA.
Staff have also requested that they receive support with regards to applying for posts both as part of ring-fenced competition, redeployment and outplacement.
That a BME member of staff forms part of the interview panels.

Concern that the consultations were taking place over peak-holiday time and timescales limiting the ability to have full trade union involvement
Manipulating new job descriptions to give desired Agenda For Change Banding outcomes to meet financial compliance.
That the cost of redundancies will have a negative impact on the savings generated out of the restructure

Lack of staff involvement in job descriptions, formulating team objectives for the future and establishing better ways of working

Whether evaluation and lessons of previous recent restructures have been taken into account

Concern that reduction in staffing levels will result in increased workloads of remaining staff and therefore resulting in an increase in weekly working hours and impacting on work-life balance.

That the size of the restructure presents difficulties for staff to comprehend & therefore be fully involved in consultation and also for staff side representatives to be available for meetings.




Feedback the results of this internal consultation and use it as a basis for work on external consultation

	How did your engagement exercise highlight positive and negative impacts on different communities?


	Voluntary Organisations
	

	Age
	

	Disability Rights
	

	Gender
	

	Gender Identity
	

	Race
	

	Religion and Belief
	

	Sexual Orientation
	


External Consultation and Involvement
No external consultation has been undertaken or is required in this instance
	Assessment & Analysis



	Does the EIA show a potential for differential impact on any group(s) if this proposal is introduced? If Yes, state briefly whether impact is adverse or positive and in what equality areas.

	In terms of ethnicity, when looking at the data in greater detail, the following groups statistically have more staff at risk than the overall staff involved in the consultation:

· White – British (increase of 5%)

· Asian or Asian British – Indian (increase of 1%)

· Black or Black British – Caribbean (increase of 8%)

In terms of age, when looking at the data in greater detail, the following groups statistically have more staff at risk than the overall staff involved in the consultation:

· Age range 40-49 – increase of 9%



	

	What are the main findings of the engagement exercise and what weight should they carry?

	The four main findings, which carry significant weight are

· The need for full staff involvement / consultation – concerns over size of restructure, availability of representatives, and timescales during the holiday period.
· The need for transparency in the process  - particularly in relation to BME staff
· Appropriate support for staff who potentially may be disadvantaged by the process both during and afterwards (including those who remain employees of the Trust).



	Does this policy have the potential to cause unlawful direct or indirect discrimination? Does this policy have the potential to exclude certain groups of people from obtaining services, or limit their participation in any aspect of public life?

	In any change management process, there is the potential to cause unlawful direct or indirect discrimination.   However, through robust application and monitoring of the change management procedure, this potential should be eliminated.
In the statistical anaylsis, there appears to be the potential for greater discrimination against the  Black or Black British – Caribbean group.  The Trust will keep a close on in particular on this group of staff.


	How does the policy promote equality of opportunity?

	The Restructure is following the Trust’s policy on “Managing Change”, which fundamentally supports the principle of promoting equality of opportunity.  

To further ensure this, supplementary guidance and Frequently Asked Questions sheets have been produced by the HR Directorate for both Directors and staff.


	

	How does your policy promote good relations? How does this policy make it possible for different groups to work together, build bridges between parallel communities, or remove barriers and isolate groups and individuals from engaging in civic society more generally?


	Undergoing a management restructure can and will create anxieties for staff which may potentially affect relationships in the workplace.
The  policy “Managing Change” aims to ensure that staff feel fully informed at all stages and provides transparency to any decisions made as a part of the process.

Staff will be supported through the process via their line-manager and from learning & development.  Counselling support is also available to all staff.

Staff have the option, under the policy, to take out a grievance if they feel that they have been disadvantaged at any stage of the procedure.


	How can the policy be revised, or additional measures taken, in order for the policy to achieve its aims without risking adverse impact?

	The Trust has taken on board the comments made by staff during the corporate consultation, and will continue to do so during the directorate-level consultation.
As a result of these comments, changes will be made, and staff will be informed of the response to their comments, particularly where a change has not been taken on board and the rationale behind that.

Examples of this include:

· Staff will also be offered training on CV writing and interview preparation.  This will be given either virtually, group format or on a one-to-one basis and delivered by the Trust’s Training & Development Department and the Education Co-ordinator from the Nursing Directorate.

· BME staff have organised a session on interview preparation through ASPIRE separately to the in-house support offered, and in particular supports the the Black or Black British – Caribbean group of staff who appear to be significantly affected.  
· Monitoring the implementation of the restructure in accordance with the policy by Human Resources.  This is to ensure consistency, transparency and equity.
· The inclusion of BME staff on every competitive interview panel.  Their role will be as a fully participating panel member, and all staff who volunteer will be fully trained for this role.
· A second consultation at directorate-level has allowed a greater period of involvement and development of the new structures at Directorate level.

· Increased written guidance (including the production of new documentation) and support from the HR Directorate to ensure consistency of application of the process.  Examples include how to undertake interviews, processes to determine whether staff should be slotted in or placed in a ring-fenced competitive selection pool etc.
· All documentation relating to the bandings of job descriptions are public documents and can be shared with staff upon request.



	

	Are there any concerns from data gathering, consultation and analysis that have not been taken on board?

	


	Ensuring Access to Information

	How can you ensure that information used for this EIA is readily available in the future?

	This information will be a public document and available on the Trust’s internet site.


	How will you ensure your stakeholders continue to be involved/engaged in shaping the development /delivery of this policy?

	Implementation is still on-going.  Stakeholders will continue to be involved through the communication channels as described above


	How will you monitor this policy to ensure that the policy delivers the equality commitments required?

	This policy will be monitored through the HR Directorate at every stage of the procedure.  Internal monitoring systems have been put in place to ensure equity, transparency and consistency.  Any queries will be raised directly with the Director of the relevant service.
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