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Faculty/Service Area 
 
Human Resources & 
Development 
 

Date of Assessment 
 
19th March 2015 

Name of the proposal to be assessed 
 
 
Voluntary Severance Scheme 2015 
 
 
 

Person responsible for the assessment 
 
 
Keith Ross, Interim Director of HR & D 
 
 
 
 
 
 
 

Who was present at the 
EIA?  
 
Mohammed Hameed 

Is this a new or existing 
proposal? 
 
Updated version of 
existing policy 

 

When will this proposal be reviewed? 
The impact of this proposal will be 
regularly monitored throughout its life time 
(1st April to 30th June 2015 
 
 

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

The primary objective of this proposal is to enhance the University’s ability to realise the 
strategic direction outlined in its Strategy 2020. 

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

All staff and students of the University 

3. What outcomes are wanted from this proposal? Napier University has set out its vision and ambitions for 2020. This means changes which 
will affect people in all academic and professional services departments. The VS scheme 
provides an opportunity for those who decide that this future is not for them to leave the 
University with a financial settlement. The primary outcome required from this proposal is to 
ensure that the scheme attracts relevant staff 

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

The main factor that could detract from the required outcome(s) is a lack of take-up from 
relevant staff. Communication is therefore vital to its success and the introduction of a FAQ 
section should help to alleviate any fears, improve understanding and prevent mis-
communication and thereby ultimately lead to a more successful Scheme.  
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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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s ethnic origin. All staff are entitled to apply but without a 
predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University acknowledges that there may be areas of the institution where 
there may be disproportionate numbers of staff from minority ethnic groups 
(overall 23% of staff identified as minority ethnic) and that a perception may 
arise where one group seems to be successful (or otherwise). The 
University’s HR system is able to produce very detailed information by 
protected characteristic and this information will be used to monitor and flag 
up (if necessary) any issues around proportionality. It is therefore recommend 
that detailed information is kept on those who apply and the eventual 
outcome. It may not be possible to capture ‘informal’ enquiries from staff 
about the chances of success if they submitted an application so it is further 
recommended that a mechanism is identified to record informal enquiries. 

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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s gender. All staff are entitled to apply but without a 
predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University acknowledges that there may be areas of the institution where 
there may be disproportionate numbers of male or female staff and that a 
perception may arise where one group seems to be successful (or 
otherwise). The University’s HR system is able to produce very detailed 
information by protected characteristic and this information will be used to 
monitor and flag up (if necessary) any issues around proportionality. It is 
therefore recommend that detailed information is kept on those who apply 
and the eventual outcome. It may not be possible to capture ‘informal’ 
enquiries from staff about the chances of success if they submitted an 
application so it is further recommended that a mechanism is identified to 
record informal enquiries. 
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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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s disability. All staff are entitled to apply but without a 
predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic (overall, 5% of staff have declared a disability) and 
this information will be used to monitor and flag up (if necessary) any issues 
around proportionality. It is therefore recommend that detailed information is 
kept on those who apply and the eventual outcome. It may not be possible to 
capture ‘informal’ enquiries from staff about the chances of success if they 
submitted an application so it is further recommended that a mechanism is 
identified to record informal enquiries. 

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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s sexual orientation. All staff are entitled to apply but without 
a predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic (the percentage of LGB staff is roughly in line with 
Stonewall’s estimates of the LGB population) and this information will be 
used to monitor and flag up (if necessary) any issues around proportionality. 
It is therefore recommend that detailed information is kept on those who 
apply and the eventual outcome. It may not be possible to capture ‘informal’ 
enquiries from staff about the chances of success if they submitted an 
application so it is further recommended that a mechanism is identified to 
record informal enquiries. 
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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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s age. Although it is likely that  members of staff with long 
service are likely to benefit more than those with less service, this does not 
automatically mean that this proposal is biased towards older staff. It is 
perfectly possible to have built-up lengthy service and still be younger than 
other staff applying and being granted voluntary severance. The Equality Act 
2010 has provisions within it that allow for a proportionate response to a 
legitimate end and this would be rationale the University employs in the case 
of a challenge. 
All staff are entitled to apply but without a predetermined expectation of 
success. The proposal is underpinned by the requirement to provide a robust 
business case for acceptance (or non-acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic and this information will be used to monitor and flag 
up (if necessary) any issues around proportionality. It is therefore recommend 
that detailed information is kept on those who apply and the eventual 
outcome. It may not be possible to capture ‘informal’ enquiries from staff 
about the chances of success if they submitted an application so it is further 
recommended that a mechanism is identified to record informal enquiries. 

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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s religious belief (or none). All staff are entitled to apply but 
without a predetermined expectation of success. The proposal is 
underpinned by the requirement to provide a robust business case for 
acceptance (or non-acceptance) of an application for VS.  
The University acknowledges that there may be areas of the institution where 
there may be disproportionate numbers of staff from particular religious 
beliefs groups (see Staff Diversity Report 2014 for further detail) and that a 
perception may arise where one group seems to be successful (or 
otherwise). The University’s HR system is able to produce very detailed 
information by protected characteristic and this information will be used to 
monitor and flag up (if necessary) any issues around proportionality. It is 
therefore recommend that detailed information is kept on those who apply 
and the eventual outcome. It may not be possible to capture ‘informal’ 
enquiries from staff about the chances of success if they submitted an 
application so it is further recommended that a mechanism is identified to 
record informal enquiries. 
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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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s caring responsibilities. All staff are entitled to apply but 
without a predetermined expectation of success. The proposal is 
underpinned by the requirement to provide a robust business case for 
acceptance (or non-acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic and this information will be used to monitor and flag 
up (if necessary) any issues around proportionality. It is therefore recommend 
that detailed information is kept on those who apply and the eventual 
outcome. It may not be possible to capture ‘informal’ enquiries from staff 
about the chances of success if they submitted an application so it is further 
recommended that a mechanism is identified to record informal enquiries. 

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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s transgender status. All staff are entitled to apply but without 
a predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic and this information will be used to monitor and flag 
up (if necessary) any issues around proportionality. It is therefore recommend 
that detailed information is kept on those who apply and the eventual 
outcome. It may not be possible to capture ‘informal’ enquiries from staff 
about the chances of success if they submitted an application so it is further 
recommended that a mechanism is identified to record informal enquiries. 

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? 

 N 

There is no reason why this proposal should impact in a negative manner 
due to a person’s marital status. All staff are entitled to apply but without a 
predetermined expectation of success. The proposal is underpinned by the 
requirement to provide a robust business case for acceptance (or non-
acceptance) of an application for VS.  
The University’s HR system is able to produce very detailed information by 
protected characteristic and this information will be used to monitor and flag 
up (if necessary) any issues around proportionality. It is therefore recommend 
that detailed information is kept on those who apply and the eventual 
outcome. It may not be possible to capture ‘informal’ enquiries from staff 
about the chances of success if they submitted an application so it is further 
recommended that a mechanism is identified to record informal enquiries. 
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14. Describe how this proposal with help the University 
to meet its Public Sector Equality Duty obligations. 

  

This Voluntary Severance Scheme 2015 has at its heart a business-driven 
rationale and is not, unlike the Scheme that operated in 2009, geared 
towards reducing staffing costs but to using the available resource in a more 
effective manner. 
This proposal, which is an updated policy and process, had a successful 
outcome when first introduced in 2009. The operation of any policy or 
procedure should, in its impact, be neutral across all protected characteristic 
groups, and where an individual believes they have been unfairly treated they 
have recourse to an appeals process. 
As in 2009, and with the additional recommendation outlined above, the 
implementation and final outcome of the Scheme will be monitored by 
protected characteristic and reported to the appropriate authority. 
 

 


