NHS Education for Scotland

Equality Impact Assessment Report
Name of function, policy or programme: External Secondment and Internal Attachment Policy
NES directorate or department: Workforce
Name of person(s) completing EQIA: Elizabeth Kennedy, Emma Reid
Individuals or groups contributing to EQIA: Elizabeth Kennedy, Emma Reid, Kristi Long, Sandi Millar, Karen Hodgson (staff side), Leigh Willocks
Date Report Completed: 7 July 2015
1. Define the function

· What is the purpose of the function?
This policy applies to all NES employees who apply for and subsequently agree to undertake an external secondment to another Host Board; or alternatively a NES internal attachment - both of which are for a temporary and time limited period. 

This policy reflects the best practice identified in, and meets the minimum standards set out in, the Secondment Partnership Information Network (PIN) Policy.
· Who does the function benefit and what s the relevance of the function to those groups?
This policy seeks to support requests for secondments whilst balancing such requests with the business needs of the organisation.  
· How are they affected or will they benefit from it?
NES recognises that employees requesting external secondments and internal attachments will have the opportunity to develop new skills or enhance existing skills which in turn will enable NES to develop and retain experienced, skilled and valued employees.

· What results/outcomes are intended?

It is intended that employees and line managers will find the new all External Secondment and Internal Attachment policy a more user friendly and accurate document which is easily accessible to all. 
· What is NES’s role in developing and delivering the function?

NES is responsible for ensuring that all staff are aware of the process regarding external secondments and internal attachments and subsequent benefits to be gained. The new policy has been designed to provide all relevant information for staff and to meet the organisations responsibilities regarding this. 
· Who are the partners in developing and delivering the function and what are their roles?
The HR department is responsible for ensuring that this policy is kept accurate and up-to-date. Staff side representatives are also involved in checking the policy and ensuring that it meets the needs of employees. 
2.  Evidence used to inform assessment
Briefly summarise or list the types of evidence you have used in this EQIA. (Evidence may include surveys, statistical data; consultation responses, in-depth interviews, academic or professional publications, scoping studies). You may also attach a bibliography or list of references.
All secondments are recorded on the Workforce system which has the capacity to report required statistics i.e. Gender, age.
· Secondment PIN Guidelines
· NHS Terms & Conditions of Service Handbook
· Working Longer Review
3. Results from analysis of evidence and engagement
What does the evidence and any engagement activities tell you about:

The relevance of this function for different equality groups

This policy is aimed at all employees in NES.
The specific issues you identified for particular groups – evidence of barriers, under-representation, particular needs

A key issue is that the refusal of secondments can have a negative impact on an individual’s career progression. 
Evidence of existing good practice and Opportunities to promote equality or good relations
By formally recording the internal attachment process, this reduces the risk of internal attachments becoming a result of networking. This therefore ensures the process is fair and consistent. 
Reasons for refusal must be documented and sent to HR to hold on file following outcome of ETSR.
4. Actions taken or planned in response to issues identified in the analysis 
	Issue identified
	Action to be taken in response to issue
	Responsibility
	Timescale (indicate whether actions have already been completed, or provide timescale for carrying out the action)
	Resources required
	What is the expected outcome?

	What is the process in the event of a dispute i.e. Early recall or refusal by line manager 
	Proposal/ discussion of a solution  
	HR & OD
	Action to take place ASAP
	HR & OD staff
	Equality and Fairness for all staff 

	Which organisations policies apply to an employee on External/Internal Secondment i.e. host or lending organisation?

For example when reporting arrangements for bullying & harassment and identifying & implementing reasonable adjustments 
	Find out from Secondment agreements, NHS terms and conditions and update policy
	HR & OD
	Action to take place ASAP
	Secondment agreements 
	Clarity within the policy for users

	No log for manager to record KIT meetings and no template to record evaluation following secondment
	Templates to be created and added to the policy as appendices
	Emma Reid & Elizabeth Kennedy
	Action to take place ASAP
	Utilise examples of other similar templates
	Encourage managers to record KIT meetings and evaluations as this information can be captured and stored by HR

	Increase the level of data recorded for reporting purposes. To include additional information over and above directorate and wte such as:
Gender, age, length of secondment, pay Band

	New report to be created from Workforce
	Jillian Martin
	In line with the next quarterly Metrics
	Workforce and HR Operations Business Partner
	Broader view on equality and diversity 


5. Risk Management
In this assessment, have you identified any equality and diversity related risks which require ongoing management? If so, please attach a risk register identifying the risks and arrangements for managing the risks.

Any risks identified in this process should be added to the appropriate project or organisational risk register. See the NES risk management guidance for advice on identifying and scoring risks, or take advice from your directorate's risk champion.
6. Consideration of Alternatives and Implementation 

Note that if the impact assessment indicates that a function will negatively discriminate, either indirectly or through discrimination arising from disability, the function must be objectively justified
. This may require taking legal advice. If the function is to be objectively justified, outline the justification here, including analysis of any alternatives. See the guidance notes for instructions.
No negative discrimination identified.
7. Monitoring and Review

Monitoring and review of equality impact should ideally be part of a wider monitoring or review process.

Please explain how the function will be monitored and reviewed, including:
What data will be collected, at what time? 

Currently, the data recorded in the quarterly HR & OD Metrics for secondments is how many employees are on secondment, the wte and directorate. It is proposed as an action that we now add gender, age, length of secondment and pay band. 
What analysis of the data will be undertaken?

Data will be reviewed, analysed and consulted on with both management and staff side prior to policy changes being suggested.
Are there specific targets or indicators to be monitored?

Level of take up per Directorate in line with characteristics such as gender and salary band will be monitored on a regular basis. 
How will results of monitoring be reported, when, and to whom?

The results will be reported quarterly in line the HR& OD Metrics and sent to the Equality and Diversity Adviser, staff side and the HR Business Partners. 
When will you review the function, taking into account any monitoring information?

This policy will be reviewed, in partnership, every three years from its effective date to ensure that it remains fit for purpose and to enable NES to demonstrate adherence to the NHSScotland Secondment PIN 

Who will be responsible for leading this review?

HR department
Sign off (by accountable director)
Date

� � In this document, 'function' is used broadly to cover all the areas of work for which impact assessment is required, as defined in the Regulations. This includes policy, programme, project, service and function, among others.


� Direct discrimination cannot be justified other than on very narrow grounds in relation to age. If the EQIA indicates that a function discriminates directly, it should not be implemented.
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