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	Date of Assessment
08.06.2011

	Name of the proposal to be assessed

Staff Development Policy


	     Person responsible for the assessment 

      Lesley Macniven
                            

	Who was present at the EIA? Please list         

M. Easton, L. Macniven and

M. Hameed

	Is this a new or existing proposal?

	Update to existing Staff Development and Fees Policies
	When will this proposal be reviewed?
Annually or following a change in legislation


	1. Briefly describe the aims, objectives and purpose of the proposal

	To outline guidance for all managers and staff on any staff development activity within the University to ensure equality of opportunity.

	2. Who is intended to benefit from the proposal and in what way?
	All Staff 

	3. What outcomes are wanted from this proposal?
	To provide clarity to all Staff and Managers as to their  respective roles and responsibilities and entitlements. 

	4. What factors/forces could contribute/detract from the outcomes?

	Inconsistency of application.  Lack of communication of policy to all Managers and eligible staff.

	5.  Is it likely that the proposal could have a positive or negative impact on minority ethnic groups? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of ethnicity. Should a member of staff feel that they have been disadvantaged due to their ethnicity, policies and procedures are in place to allow a review to take place.


	6. Is it likely that the proposal could have a positive or negative impact due to gender (including pregnancy and maternity)? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of gender. Should a member of staff feel that they have been disadvantaged due to their gender, policies and procedures are in place to allow a review to take place.


	7. Is it likely that the proposal could have a positive or negative impact due to disability? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative impact as a result of disability. Should a member of staff feel that they have been disadvantaged due to their disability policies and procedures are in place to allow a review to take place. It is possible for this policy to have a positive impact on disabled staff should the staff development intervention forms part of a “reasonable adjustment” which is permissible under the Equality Act 2010.


	8. Is it likely that the proposal could have a positive or negative impact on people due to sexual orientation? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of sexual orientation. Should a member of staff feel that they have been disadvantaged due to their sexual orientation, policies and procedures are in place to allow a review to take place.


	9. Is it likely that the proposal could have a positive or negative impact on people due to their age? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	It is anticipated that line managers may still be inclined to use age as a criteria, especially where an individual is nearing the previous default retirement age.  We have mitigated this risk by provisions included in clauses 3.1, 3.9, 3.11 and 7.1 of Appendix 1 and will reinforce this message in training provided to Line Managers.


	10. Is it likely that the proposal could have a positive or negative impact on people due to their religious belief (or none)? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of religion or belief (or none). Should a member of staff feel that they have been disadvantaged due to their religion or belief (or none)., policies and procedures are in place to allow a review to take place.


	11. Is it likely that the proposal could have a positive or negative impact on people with dependants/caring responsibilities? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of caring responsibilities. Should a member of staff feel that they have been disadvantaged due to their caring responsibilities, policies and procedures are in place to allow a review to take place.


	12. Is it likely that the proposal could have a positive or negative impact on people due to them being transgender or transsexual? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of transgender status. Should a member of staff feel that they have been disadvantaged due to their transgender status, policies and procedures are in place to allow a review to take place.


	13. Is it likely that the proposal could have a positive or negative impact on people due to their marital or civil partnership status? What evidence (either presumed or otherwise) do you have for this?
	Y
	N
	This policy has been designed to ensure that there is no negative or positive impact as a result of marital or civil partnership status. Should a member of staff feel that they have been disadvantaged due to their marital or civil partnership status, policies and procedures are in place to allow a review to take place.


	14. Can any adverse impact be justified on the grounds of promoting equality of opportunity for a particular group? (For example, the proposal may be deliberately designed to promote equality for disabled people but may run the  risk of this being at the expense of non-disabled people which is permissible under law).
	 
	N
	With the possible exception of disability, where a positive impact could apply, no other impact, adverse or otherwise, is anticipated.
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