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1. Define the function

· What is the purpose of the function?
This refreshed Strategy outlines how the Human Resources and Organisational Development (HR&OD) function will enable the delivery through people of NHS Education for Scotland’s refreshed corporate Strategic Framework for 2014-19 over the next three years.

· Who does the function benefit and what s the relevance of the function to those groups?
· How are they affected or will they benefit from it?
Through its implementing Frameworks, Policies, Procedures and Action Plans the refreshed People & OD Strategy 2014-17 benefits the following:  

· NES staff – by establishing clear direction, parameters and expected levels of performance for the HR&OD function

· NHS Scotland staff – by supporting the effective employment, management, leadership and development of NES staff.

· Service users - by supporting the effective employment, management, leadership and development of NES staff.

· Members of the public - by supporting the effective employment, management, leadership and development of NES staff.
· What results/outcomes are intended?

NES will have a workforce with the appropriate knowledge and skills in roles that are configured to reflect the changing demands of the Health and Care operating environment in Scotland. Through the adoption of implementing Frameworks and Action Plans for the Strategy, the intention is that these people will be: well informed; appropriately trained and developed; treated fairly and consistently; involved in decisions which affect them; and provided with a safe and improving working environment.

· What is NES’s role in developing and delivering the function?

This is an internal function that NES is responsible for delivering in line with HR, OD and Learning best practice, legal requirements, Partnership Information Network (PIN) Guidance, the Staff Governance Standard and other Government Policy initiatives.

· Who are the partners in developing and delivering the function and what are their roles?
A number of partners contribute to development and delivery of the People & OD Strategy and its Implementing Frameworks and Action Plans, specifically:

· The NES workforce – As recipients of HR & OD Services and those responsible for adopting and implementing associated policies and procedures. 

· The Senior HR & OD Team – In reviewing progress against the existing 2014-17 People & OD Strategy and making recommendations for refreshing this for 2014-17. 

· The Executive Team – Providing leadership input and scrutiny for the Strategy and its associated policies and procedures, ensuring these are implemented in Directorates.

· The Board – Providing scrutiny of organisational performance against the key aims and performance measures agreed in the People & OD Strategy.

· The Staff Governance Committee – Periodically reviewing progress and providing scrutiny on behalf of the NES Board of organisational performance against key Implementing Frameworks and Action Plans

· The Equalities & PFPI Committee – Providing scrutiny on behalf of the NES Board of organisational performance against NES’ Equality Duty, including via the implementation of the People & OD Strategy.

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.
As this is a refreshed People & OD Strategy that retains the same over-arching principles for development and delivery of the function as the previous Strategy, which underwent EQIA in 2011, no significant research has been undertaken in this respect. However, a comparison of the workforce profile at the time of writing with that which was reviewed in 2011 has been undertaken to ensure that no significant changes have taken place that need to be reflected in the refreshed Strategy.
It is also noted that NES has moved from adhering to the Single Equalities Scheme in 2011 to working towards meeting an Equality Duty today. Through its explicit support for the NHSS Staff Governance Standard and the promotion of HR best practice the refreshed Strategy supports this work. The contribution made by the HR & OD function to this agenda is regularly reviewed by the Equalities and PFPI Committee, of which the Director of Workforce responsible for the HR&OD function is co-chair.
Occupational segregation data from NES’ Equal Pay Statement and data ojn the recruitment, development and retention of staff from the NES Workforce Plan (published annually) are used to inform the development of this Strategy and implementing Frameworks, Policies, Procedures and Action Plans. Regular review of this data has enabled developments such as the introduction of revised arrangements for Continuing Education to be implemented that have had a positive effect in terms of ensuring equality of opportunity (see below).

Data from the 2010 and 2013 NHS Scotland Staff Surveys and Exit Interviews has also been used to inform development of the Strategy. This is particularly relevant to 3 year target outcomes in the Strategy relating to Staff Experience and Engagement and developing NES’ Culture, and embedding our Values and Ways of Working.
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

The HR & OD function is relevant to all equality groups in NES. Through its implementing Frameworks, Policies, procedures and Action Plans, which are Equality Impact Assessed as they are developed and updated, the refreshed People & OD Strategy is also relevant to all groups. However, in itself it is not an implementing Framework, Policy, Procedure or Action Plan.
The specific issues you identified for particular groups – evidence of barriers, under-representation, particular needs

An issue identified previously was the potential barriers to progression for staff on lower bands who are predominantly female.
It was also noted that younger workers (aged between 16 and 24) are under-represented in NES, possibly due to the specialist nature of our work.

Mental Health and Stress in the workplace were also priority areas for NES as part of our commitment to the Healthy Working Lives Gold Award.

Examples of existing good practice in Equality & Diversity
Addressing potential barriers to progression for female staff

The introduction in 2012 of new arrangements for promoting and providing funding support for Continuing Education are an example of how an implementing Policy (in this case the Learning & Development Policy) has been used to support the interests of a particular equality group, identified using the data on equalities, development and retention of staff from the annual NES Workforce Plan. The introduction of an incremental scale for funding support that provides a greater proportion of funding for work related study to those in lower pay bands is intended to help overcome any gender linked disadvantage in this respect by reducing a potential barrier to progression for female staff. Initial data provided to the Staff Governance Committee in 2013 suggests this has increased the proportion of staff being awarded funding for Continuing Education coming from lower pay bands and being female.

Youth Employment

The attached E&D data comparing the profile of the organisation in Q4 2011/12 and Q4 2013/14 shows a 5.25% increase in the proportion of staff from this group during the lifetime of the previous Strategy. This can be accounted for in part by the introduction of Modern Apprenticeships, with 2 Creative and Digital media MAs starting in 2013. However, this increase is also likely to reflect an increase in the number of staff appointed in this age group during the period and the effect of the Voluntary Severance Schemes that operated in 2012 and 2013, which would have been more attractive to older workers. 
Mental Health in the Workplace

NES retained the Healthy Working Lives Gold Award in 2013, which included the Mental Health Commendation Award in reflection of work done to promote awareness of and support for mental health and wellbeing in the workplace. This work was led by the Director of Workforce and the priorities for future years identified in the Stress Action Plan are being addressed via a range of initiatives delivered by the HR&OD function alongside the E&D Adviser. These include working with SeeMe Scotland to raise awareness amongst staff via lunchtime briefings of mental health issues at work and the accreditation of OD & Learning Associate Business Partners as trainers in Mentally Healthy Working Lives, with awareness sessions for line managers scheduled throughout 2014. 

Promoting flexible working

The HR&OD function has also been instrumental in developing NES’ Agile Workforce Toolkit, which was implemented in late 2013 and has policy status. This draws attention to the range of options that are available for more flexible approaches to work, and encourages staff and managers to enter in to dialogue about the scope for utilising these in support of both the needs of staff and the organisation, including the implementation of the NES Workplace Strategy.
Performance management of the HR&OD Function
The HR&OD function has made several explicit links between annual operational targets that deliver the Strategy and the Equality Duty for NES. In most cases, these do not require separate targets because a focus on equality and diversity is inherent in the work of the function. However, where this is felt necessary clearly linked targets have been incorporated and progress against these is reviewed at the same time as the function completes quarterly performance reviews of its activities.
Regular Policy Reviews

The function ensures the review of all policies every two years, and more frequently where required by PIN Guidance. These reviews perform part of the function’s performance management arrangements, and allow the progress with implementing policies, procedures, frameworks and action plans to be tracked in real time. This enables any issues that are identified to be dealt with in a timely manner.
Opportunities to promote equality or good relations
The incorporation of the HR & OD Function in to a Workforce Directorate for NES from April 2014 that also includes the Equality and Diversity Adviser is a positive step that will help to build on the already close working links between the two. Work recently undertaken by the E&D Adviser with the OD & Learning Team in supporting follow up Focus Groups to the 2013 NHS Scotland Survey in NES and the ongoing work to design E&D e-learning that will reflect and promote awareness amongst staff and managers of the Equality Duty are examples of already joined up working in this respect. 
The refreshed People & OD Strategy includes a commitment to develop a Youth Employment Strategy that builds on this initial success and ensures the attraction, retention and development of young people in support of the organisations aims moving forward. Work is ongoing to support the adoption of the Agile Workforce Toolkit and encourage the use of more flexible approaches to work, and to promote awareness of and support for mental health and wellbeing in the workplace through the training of line managers. 
Finally, the inclusion of Priority HR&OD outcome 4, which links leadership and management development to positive change, values and behaviours presents a focus for work to ensure that equality and diversity is intrinsic to and promoted within leadership and management development initiatives. 

4. Actions taken or planned in response to issues identified in the analysis 
The actions in the refreshed Strategy have Equality & Diversity intrinsic to them and as such the actions that follow are only those which it is felt are required to address specific issues that require additional focus. A copy of the refreshed People & OD Strategy is available to external stakeholders on request from Jacqueline.smith@nes.scot.nhs.uk  
	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?

	The effectiveness of the Agile Workforce Toolkit as a means of promoting more flexible approaches to working is not clear 
	Gather data relating to the proportion of staff taking advantage of the different types of approach to working flexibly.
	Depute Director of HR
	October 2014
	Data from HR Systems, HR Business Partner feedback, Glasgow Property Project Post Occupancy Evaluation
	A slight increase in the adoption of different flexible working practices across NES and identification of good practice examples.

	Mandatory staff training on equality and diversity is not impactful
	Design and deliver E&D e-learning that is integrated with the Personal Review & Planning process via incorporation of e-learning outcomes in PDP entries.
	Head of OD & Learning
	March 2015 and ongoing
	Data from Learn Pro on take up of e-learning and from annual PR&P Quality Assurance process
	Year on year increase in proportion of staff with an E&D outcome linked PDP entry


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.
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:
The refreshed People & OD Strategy, and its implementing Frameworks, Policies, Procedures and Action Plans are monitored via:

· Quarterly reviews of progress with operational targets against the Performance Dashboard and Staff Governance Action Plan.

· Annual reviews of progress against key objectives via the Staff Governance Committee.

· Quarterly Management Metrics published on the Intranet, including standard E&D profile and L&D Data.

· Reviews of key policies at least once every three years or more frequently where required by PIN Guidelines. 

What data will be collected, at what time?

All of the data required to complete the above activities will be collated from the HR database and LearnPro as well as training course evaluations.. 

What analysis of the data will be undertaken?

Review participation / completion rates and evaluations for relevant Learning & Development activities
Trend analysis for organisational E&D profile data

Are there specific targets or indicators to be monitored?

All of the relevant implementing Frameworks and Action Plans establish targets that will be monitored in this respect.
How will results of monitoring be reported, when, and to whom?

Progress with the refreshed People & OD Strategy will be reported by the Director of Workforce to the Chief Executive via regular performance reviews and the NES Board as necessary.
When will you review the function, taking into account any monitoring information?

The function will be formally reviewed at the end of the 3 year window that the refreshed People & OD Strategy has been developed for.
Who will be responsible for leading this review?

Director of Workforce 

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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