
New policies

Equality impact assessment 
1. Give the name of the policy being assessed, and a brief description of its aim or purpose.
	Key Elements for Procedure for Supporting the Change Process.



2. Give the person or group with authority to make changes to the policy

Director of HR and Project Management Board.
3. Who is affected by or associated with the policy, and in what ways?  

1.  All staff in support services in Schools and some of the Professional Services staff as currently classified.
2.  Application of the procedure to any change that results to their role and/or organisational structure.
4. What are the equality risks (possible negative impacts) and opportunities (to promote equality) associated with this policy?

	
	Risks

	Opportunities

	Disability

	1.  Disabled staff may not have full access to consultation due to disability e.g. deaf staff.
2.  Post re-structure, adjustments for disabled staff may no longer be suitable, e.g. access arrangements may need to change; there may also be a loss of continuity/knowledge in relation to disabled staff needs.


	All groups:

1. Greater opportunity for career progression.
2.  Clearer/more unified organisational structure.

3.  Clearer purpose to roles.

4.  Clarity of individual objectives in relation to wider University goals.

5.  Use of single distinctive term for all non-academic staff – i.e. Professional Services.

6.  Opportunity to raise awareness of equality issues.



	Gender

	1.  Needs of part-time staff are not taken account of.
2.  Part-time staff/those on maternity etc leave may not be fully consulted.

3.  Matching (or interview) decisions may be discriminatory against women on maternity leave.

4.  Requests for flexible working may be “lost” in the bigger picture of the restructure.

5.  Timing of holidays in the restructure may not fit with school holidays.
6.  Lose sight of need for cover arrangements for staff on maternity leave during change.

7.  Too much burden may be placed on colleagues who cover others’ leave. (NB This applies to all equality groups).


	See above.

	Race

	1.  Awareness of race equality issues may be lost in the restructure as new teams are formed and new managers are appointed.
	See above.


5. How will the risks and opportunities that have been identified impact on the development of this policy?

1.  Clear lists drawn up of those on sick leave, maternity leave etc.
2.  Such information to be omitted from the matching process.

3.  Mechanisms established to ensure consultation process reaches minority target groups.

4.  Reasonable adjustments to be made for staff with disabilities during and post restructure.

5.  Clear lists of current part-time staff and their hours.
6. Ensure jobs in new structure can be filled by part-time staff (or job-sharers) i.e. allow flexibility re working hours where possible.

7.  Ensure managers are equality aware.

8. Ensure continuity where there are staffing changes, e.g. in relation to disability needs, awareness.

9.  Ensure that staff are not over burdened in the change process and that managers and staff are “stress-aware”.

10. HR to have role (i) in tracking/co-ordinating equality issues during change and (ii) to advise in relation to job matching and other change processes.
6. What evidence will be required to establish the actual impact of this policy, and what plans have been made to ensure that this information is collected/available in the future?

1.  Statistics from the matching process broken down by gender, disability and ethnicity will be monitored, to include any red- or green-circling.

2.  Review any pay changes resulting from the re-structure by gender, disability and ethnicity.
7. How have members of equality target groups been involved in this impact assessment?

Members of the HR Workstrand on Supporting the Change Process have been involved in this impact assessment which includes equality target groups.

The information in 6 will be shared with the Equality and Diversity Forum in the Spring term (has not happened yet as data not yet available).
8. This impact assessment was carried out by:

Jane Summerville, Director of HR, and Jackie Rymell, Assistant Director of HR in consultation with the HR Workstrand on Supporting the Change Process.
9. This impact assessment was approved by:

R & S or DVC:
Date:  15 December 2008, as revised 17 December 2008
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