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Integrated Impact Assessment Form
Promoting Equality and Human Rights. 
Reducing Poverty; and Protecting the Environment

	Title of Policy/ Proposal
	Equal opportunities in Employment Policy

	Timescale for Implementation 
	January 2025

	IIA Completion Date
	December 2024

	Completed by
	Gail Scott, HR Adviser

	 Lead officer
	Zoe McFadzean, Team Manager, HR Operations



Section 1: Screening
1.1 Briefly describe the policy/proposal/activity you are assessing.
Set out a clear understanding of the purpose of the policy/ proposal/ activity being developed or reviewed (e.g. objectives, aims) including the context within which it will operate.

This policy reflects and supports the Council Equal Opportunities Statement. The principal purpose is to confirm the council’s commitment to equality of opportunity with the aim of creating a policy framework around which strategies and action plans can be formulated.

This policy outlines the council’s commitment to eradicating discrimination, promoting equality of opportunity in employment and to create a fair and inclusive workplace with focus on supporting an inclusive, respectful, and collaborative work environment.

The council works to eliminate discrimination, promote equality of opportunity, and foster good relations at work, by raising awareness, and delivering regular equality, diversity, and inclusion training for all employees.
Central to the council’s policy is the prevention of discrimination, victimisation, and harassment against employees on any grounds, but particularly in relation to the following protected characteristics, as outlined within the Equality Act 2010: 

•	age
•	disability
•	sex
•	gender reassignment
•	marriage and civil partnership
•	pregnancy and maternity
•	race
· 	religion or belief and 
•	sexual orientation.


1.2 What will change as a result of this policy?
It is anticipated that the policy will further support and promote a culture of inclusion, where individuality is valued, fostering an open and collaborative working culture where everyone feels comfortable to be themselves, where we respect people’s differences.  
The policy will support inclusive recruitment and employment practices, and inclusive engagement with employees.
Deciding if a full Impact Assessment is needed. 

Please answer the following questions:

	
	Yes
	No

	1. The policy/ proposal has consequences for or affects people e.g. how they can access a service?
	
	

	2. The policy/proposal has potential to make a significant impact on equality and human rights, socio-economic disadvantage, the council’s role as a corporate parent, or the council’s commitment to tackling climate change?
	
	

	3. The policy/proposal is likely to have a significant environmental impact as defined by the Environmental Impact Assessment (Scotland) Act 2005?
	
	

	4. The policy/ proposal involves a data processing activity (storage / collection of personal data) that is likely to result in a high risk to individuals as determined by Article 35 of the General Data Protection Regulation?
	
	



· If you have answered yes to questions 1 and 2 above, please proceed to complete the Integrated Impact Assessment. If you have answered No then an IIA does not need to be completed.  Please keep a copy of the screening paperwork.

· If you have answered yes to question 3, you will need to consider whether you need to complete a Strategic Environmental Assessment. 

· If you have answered yes to question 4, you will need to consider whether you need to complete a Data Protection Impact Assessment. Please seek further advice from the Team Manager Information Governance. 



__________________________________________________________________




Section 2: Integrated Impact Assessment

2.1 Have those who are directly affected by the policy had the opportunity to comment on new proposals?

Yes, a full formal consultation with Employees and Trades Unions has been completed. The policy has been developed with input and comments from the Corporate Management Team, Equalities Officer, and Human Resources,


2.2 What information/data have you used to inform the development of the policy to date? 

A review of the current policy, including a range of benchmarking and research from other Scottish Local Authorities, public and private sector employers, Britemine (formerly XpertHR), Chartered Institute of Personnel & Development (CIPD), Gov.UK, COSLA, ACAS and specialist organisations e.g. Equalities & Human Rights Commission.

2.3 [bookmark: _Hlk179972984] What does the evidence/ research suggest about the policy’s actual or likely impact on equality groups and those vulnerable/ or experiencing socio-economic disadvantage?
	[bookmark: _Hlk179972859]Evidence 
	Comment

	Which groups are in particular need of this service?
	All individuals and groups who may be at risk of discrimination due to a protected characteristic in line with the Equality Act 2010. The policy will be of support to employees who identify with the 9 protected characteristics and minority backgrounds.

	What level of service uptake/ access is there from protected and vulnerable groups?
	Employee equality data is provided by employees through the recruitment process and internal data collection requests on myHR. Staff surveys capture data of the experience of working at ELC and includes questions in relation to protected characteristics. This enables us to know our staff and respond accordingly.  
As part of our Equality Duty, we regularly monitor our staff and publish this information. Our most recent is available here: EQUALITY IN EMPLOYMENT MONITORING REPORT (2022-23)

	Can you identify positive outcomes for service users?



	Having this policy in place with the provision of ongoing employee and management training will contribute to an inclusive culture. The policy sets out behavioural expectations for how we relate to, and engage with colleagues, job applicants as well as those working on our behalf. Recruitment and employment processes have been developed to ensure all employees and those applying for jobs within the Council will be treated with fairness and dignity and provided with support to fully engage in the recruitment and selection process.

	What is the service user experience of those from protected or vulnerable groups?
	EQUALITY IN EMPLOYMENT MONITORING REPORT (2022-23) outlines key data.


	What opportunity have those from protected groups had to co-produce or comment on the service/ plans?
	Full employee and Trade Unions consultation, work undertaken with ELC Equalities Officer and ELC Equalities Working Group. 



2.4 How does the policy meet the different needs of groups in the community? 

	
	Comments

	Equality Groups 
· Older people, people in the middle years
	As an internal employee policy, it sets out the behaviours and attitudes ELC expects from its employees and those working on our behalf, both towards colleagues and those using our services.  It also sets out support for those who may experience discrimination, including making reasonable adjustments during pre- employment and employment.

Disabled people applying for work with us will be supported to do so, with reasonable adjustments provided. Where applicants meet the criteria, the guaranteed interview schemes for disabled, care experienced, and veterans are actioned.

Successful disabled applicants will be supported to apply for support via the Access to work scheme.



	•	Children and young people children
	

	•	Women, men, and transgender people (includes issues relating to pregnancy and maternity)
	

	•	Disabled people (includes physical disability, learning disability, sensory impairment, long-term medical conditions, mental health problems)
	

	•	Minority ethnic people (includes Gypsy/Travellers, migrant workers)
	

	•	Refugees and asylum seekers
	

	•	People with different religions or beliefs (includes people with no religion or belief)
	

	•	Lesbian, gay, bisexual, and heterosexual people
	

	· People who are unmarried, married or in a civil partnership
	

	Those vulnerable to falling into poverty.
· Unemployed
· People on benefits
· Lone Parents 
· Care experienced children and young people.
· Carers (including young carers)
· Homeless people
· Those involved in the community justice system.
· People with low literacy/numeracy 
· Families with 3 or more children
· Those with a child/ child under 1
	Equality of opportunity in pre/employment practices will be supportive of those individuals who may be vulnerable to falling into poverty. This includes addressing and reporting on the gender pay gap as part of our Equality duties.

	Geographical communities
· Rural/ semi-rural communities
· Urban Communities 
· Coastal communities 
· Those living in the most deprived communities (bottom 20% SIMD areas)
	Use of modern technology enables job applications and interviews from people in outlying areas.

	People with communication needs:
· Gaelic Language Speakers {refer if necessary to the Council’s Gaelic Language Plan}
· British Sign Language (BSL) users {refer if necessary to the Council’s BSL Plan}
· English as a Second Language
· Other e.g. DeafBlind, Plain English, Large Print 
	The policy will be made available upon request in various forms of media. 

Additionally, the policy recognises that staff and applicants may require auxiliary aids and support such as large print or computer changes to access and implement the policy. 

The Access to Work scheme can provide additional support BSL users. The Equality Act acknowledges that English is the workplace language therefore it is not necessary to provide this policy in additional languages.



2.5 Are there any other factors which will affect the way this policy impacts on the community or staff groups? 

This new Policy reinforces the workplace culture and expectations in relation to Equality and Diversity. It will underpin current practice and raise employee awareness and whole council expectations in relation to inclusion and equality of opportunity behaviours at work. The mandatory employee induction and annual refresh of the Equality module will ensure that staff are aware of their obligations towards colleagues, service users and those working on our behalf.


2.6 Is any part of this policy/ service to be carried out wholly or partly by contractors?
If yes, how have you included equality and human rights considerations into the contract?

Not currently. However, where contractors deliver services on our behalf, the procurement process ensures that equality and diversity is weighted, setting the culture and responsibilities of the organisation.
	
2.7 Have you considered how you will communicate information about this policy or policy change to those affected e.g. to those with hearing loss, speech impairment or English as a second language?

The internal policy will be communicated through various channels; website, Intranet, all employee communication and cascaded via line managers. The policy and related documents can be made available in different formats where required and upon request. Our IT functions allow the translation of information into different languages, as well as setting personal reading visibility and print size settings as well as a readaloud function that staff can access. BSL users will be able to either read the text or make use of the BSL translator via the Access to work scheme.

2.8 Please consider how your policy will impact on each of the following?
	Equality and Human rights
· Promotes / advances equality of opportunity e.g. improves access to and quality of services.
· Promotes good relations within and between people with protected characteristics and tackles harassment.
· Promotes participation, is inclusive and gives people control over decisions which affect them.
· Preserves dignity and self-respect of individuals (does not lead to degrading treatment or stigma)
· Builds support networks, resilience, community capacity

	Comments:
The policy intrinsically aims to meet the rights set out in the Equality and Human Rights Act. It sets out working expectations, to ensure staff consider the impact of their behaviours and language on others, especially those people with a protected characteristic to meet the aims outlined in the question.


	Socio-Economic Disadvantage / reducing poverty.
· Maximises income and/or reduces income inequality.
· Helps young people into positive destinations.
· Aids those returning to and those progressing within the labour market.
· Improves employability skills, including literacy and numeracy.
· Reduces the costs of taking part in activities and opportunities.
· Reduces the cost of living 

	Comments:
The implementation of the policy aims to attract and support employees/potential employees from minority and protected characteristic groups. In doing so it will encourage and keep people in employment thus mitigating any socio-economic disadvantage.  It will also underpin other work currently taking place to foster a workplace culture that is inclusive and supportive, in doing so it will ensure equality of opportunity for all employees/potential employees.


	Tackling Climate Change
· Reduces the need to travel or increases access to sustainable forms of transport.
· Minimises waste / encourages resource efficiency / contributes to the circular economy.
· Ensures goods / services are from ethical, responsible, and sustainable sources.
· Improves energy efficiency / uses low carbon energy sources.
· Protects and/or enhances natural environments / habitats / biodiversity.
· Promotes the transition to a low carbon economy.
· Prepares and/or adapts communities for climate change impacts

	Comments:
N/A

	Corporate Parenting and Care Experienced Young People
· Impacts on care experienced young people.
· Provides opportunities or reduces opportunities to participate in activities which are designed to promote the wellbeing of young people.
· Adversely affects the wellbeing of young people.
· Adversely impacts on outcomes for care experienced young people

	Comments:
The policy goes some way to providing equality of opportunity, aligned with our recruitment and selection procedures that welcome job applications from care experienced people. 



Section 3. Action Plan

What, if any changes will be made to the proposal/ policy as a result of the assessment? 


	Changes to be made
	Expected outcome of the change
	Resources Required
	Timeline
	Responsible person

	n/a
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	




For consideration of the Head of Service

Can you identify any cumulative impacts on equality groups or vulnerable people arising from this policy, when considered alongside other changes across other services?

No – the impacts of this policy are positive and will not have any negative cumulative impact on equality groups or vulnerable people.









Sign off by Head of Service

Name:  Hayley Barnett, Head of Corporate Support

Date:    5 December 2024
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