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EQUALITY IMPACT ASSESSMENT

Full Assessment Form 

This form is for use in undertaking a full equality impact assessment of a policy or function following the findings from a Partial Assessment. 

 
	Policy, practice, function or project assessed


	 Recruitment & Selection

	Lead Officer


	 Susan Gardner-Craig 

	Team


	 HR-Payroll

Equalities officers

	Date of completion of Partial EQIA 
	 February 2010

	Start date of final EQIA
	 March 2010

	Completion date of final EQIA
	 


 

	 A.  BUILDING ON THE PARTIAL ASSESSMENT
 

	A1.  What additional relevant evidence have you gathered following the Partial EQIA? Please summarise the evidence and implications.

· Working group of HR team members & Equalities officers met to discuss/ review to the existing policy, procedures and associated paperwork.

· Sampled paperwork of completed recruitment processes from different managers & assessed findings

·  All vacancies to be advertised externally are posted on the SCDC web site by HR. Managers decide where posts are advertised other than on the SCDC website, as the cost incurred comes from their Service budgets; adverts tend to be in the local press or relevant journals and/or web sites depending on the nature of the post. Consider if this has an adverse impact on any of the groups. The Stonewall website and diversity link web sites and associated costs to be looked into.



	A2.  Explain in more detail how the policy or function creates an adverse impact for any group affected. Outline which aspect(s) or operations of the policy or function contribute to inequality?

· Managers and admin staff may not apply the policy consistently across the organisation, 

· Managers use their discretion, which could give rise to unequal treatment.

· Short listing & interview panels are not required to consider gender balance in the make up of the panels and this could give rise to unfair treatment claims where there is imbalance in the panels.

· Dates of qualifications and employment history give away age of the candidate to a certain extent and could lead to claims of ageism if not short-listed.

 

	A3.  What measures should be undertaken to ensure that the adverse implications are reduced or eliminated?  More details can be given in the Action Plan.

The following actions would be subject to EMT approval:

· Update monitoring form to include all groups and give option of ‘prefer not to say’

· Monitor the data that is available to HR although incomplete

· Find a way to capture the information held by managers so that the monitoring process can be completed and become more meaningful

· All paperwork from a completed recruitment remains with the recruiting manager – spot check recently recruited to posts; centralise recruitment to HR so that completed paperwork would come to HR as a matter of course; use info gathered to inform future actions.

· Chief Executive’s weekly email and Corporate brief to remind staff of the importance of following the S&R process fully and correctly
· List of R&S trained employees on Insite
· Encourage gender balance on all panels, including the Members’ Employment committee 
 

	A4.  Are the differential impacts of the policy or function unavoidable or justifiable (for example as a result of legislative or other constraints)? If so, please explain how this could be justified, if challenged?

Dates of qualifications and employment history– justifiable to track with particular reference to vetting and barring procedures and guidance

Dates of Local Government Service- justifiable as has a bearing on entitlement to sick pay, holiday, maternity pay and redundancy pay


	A5.   Have you involved stakeholders in discussions on the above issues? What were their views?

No

 
 

	A6.  Could changes be made to the policy or function, which would also lead to a positive promotion of equal opportunities and good community relations? If so, what are they?

Only as already identified




  

	 B.   CONCLUSIONS AND RECOMMENDATIONS

	B1.  Taking account of all the above issues, what are your conclusions and recommendations?

 

 There are some ideas/improvement identified to try to take forward depending on approval and/or resources available.



	B2.  Have you completed an Action Plan to put your recommendations into effect?

Yes- in the partial assessment completed in February 2010 – repeated in this document with additional action around training


	B3.  Please give a date to review the policy or function.

October 2010
 

	B4.  Have the Equalities Steering Group and the Equalities Forum been consulted? What were their views?

 No

 


 

 ACTION PLAN- as partial assessment
	Recommendation/ issue to be addressed
	Planned Milestone
	Planned completion of milestone (date)
	Officer Responsible
	Progress

	Safeguarding children and vulnerable adults under the new vetting and barring legislation to be included


	Drafted procedure by end March 2010

(dependant on the regulations being finalised and published
	July 2010
	Susan Gardner-Craig
	

	Jobsincambs site & application form/other docs improvements to enable monitoring to be comprehensive
	Improvements to completed application form layout when printed

Improvement to managing all data submitted electronically 


	April 2010
	Lindsey Smith/ Peter Naylor
	

	Review policy and procedure and add advice about gender make up of panels


	Redrafted policy to EMT for approval
	September 2010
	Lindsey Smith/ Peter Naylor
	

	Tighten procedures currently in place so only SCDC trained employees & Members are involved in any recruitment process


	Method to enable this drawn up
	September 2010
	Peter Naylor
	

	SMT/EMT to consider centralised recruitment as a way forward


	Report with proposals
	2010
	Susan Gardner-Craig
	

	Review R&S training: content, frequency and audience and plan training arrangements for 2010/11
	Budget /planning stage for corporate training – May /June 2010
	July 2010
	Susan Gardner-Craig
	


 

RESOURCES
Does the above action plan require any additional resources?

 

	 

Centralised recruitment would need more resources in the HR-Payroll team.  Improved monitoring as identified would need more HR input and time.

If training was more frequent  there would be an increase in cost.


  

ARRANGEMENTS FOR MONITORING
Please give your plans for monitoring the achievement of the above actions.

	Diary dates for milestones and achievements against action plan. 

Review dates and actions in the light of progress.

·  Safeguarding children & vulnerable adults procedure in place.

· Improvements to Jobsincambs completed and working correctly enabling more efficient data capture

· Advice on the make up of shortlisting and interview panels added to the policy and implemented

· List of officers, trained in recruitment and selection, available to recruiting managers and cross referenced to short listing and recruitment panels (would be more workable if centralised recruitment in place)

· Recruitment monitoring data available to monitor equal opportunities at SCDC. Additional information provided to HR from managers about who was shortlisted, attended interview and who was then offered the job and appointed. (Currently this information is with the recruiting manager and is not communicated to HR making this impossible to do at present. Centralised recruitment would make this more workable.)

· Report to SMT/EMT for consideration re centralised recruitment; extra resources and set up agreed

· Revised approach to training in place. Spot checks on recruitment practices and paperwork shows all being carried out in line with policy and procedure




	SIGN OFF:  The officers below confirm that this full assessment has been completed in accordance with the Council’s guidance

	Signature of Lead Officer

 
	 
	Date:

	Signature of Corporate Manager or Chief Officer:

 
	 
	Date:


 

	Please retain the original form on your service area and return a copy of the completed form to the Equality & Diversity Officer for publication.
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