
Health Protection Agency
Equality Impact Assessment 
Flexible Working

	Type of Component (policy, procedure or strategy) 

Please complete a separate template for each component – but if it links with or has an impact on another component, do them together

	Component:- Flexible Working Policy
Version:-2
Authors:-HR Division
Date Created:-1st March 2009
Date of Next Review:-April 2012

	Summary of aims, objectives and  outcomes 
Establish the aim of the component and its objectives and outcomes


	Aim:- 
To promote a healthy work life balance and encourage new ways of working. Also to support the implementation of the HPA’s equality and diversity policy.
Objectives:-
· To provide a range of options for flexible working.

· To provide a procedure for staff to apply for flexible working arrangements and to have those requests considered fairly and reasonably.

· To attract and retain a diverse workforce as part of the HPA’s talent management strategy.

· To encourage the development of innovative working practices to improve service delivery.

Outcomes:-
· To introduce a range of flexible working arrangements
· To reduce turnover rates

· To retain highly skilled staff



	PHASE 1

Initial Screening for Relevance 

Who is likely to be affected, or is affected (consider race, ethnicity, gender, faith, disability, age, sexuality)?

	Group(s) affected:
All staff and job applicants are potentially affected by this policy.


	Ask whether the component or aspects of it are likely to break the law, and whether it discriminates, disadvantages or excludes particular groups. 

If necessary, involve and consult with colleagues and appropriate groups to collect further information. Evidence can be provided from ethnic monitoring data, public health data, complaints, consultations, patient/service user feedback, research data, national statistics etc.
	If it does, identify which groups and how they will be affected:

The component has been developed to meet the requirements of the Employment Act 2002 and its amendment in 2006, which gave staff with caring responsibilities for either children or adults, the right to request flexible working.


	Is the component relevant to Equalities Duties – i.e. race, gender, disability, age, religion/faith or sexual orientation?

	Please tick as appropriate
A) COMPONENT HAS NO RELEVANCE TO EQUALITIES (process ends here) 

B) COMPONENT HAS RELEVANCE TO EQUALITIES  (proceed to PHASE 2)  
[image: image1]
Centre/Divisional Director Signature and Date:-
Human Resources
Equality & Diversity Group sign off
Date:-17th March 2009


	PHASE 2

Interrogating Evidence

What are the potential barriers excluding these groups? Is it a communications issue, for example lack of translation services?  Is it to do with how and where the services are delivered?  Is it a sensitivity issue around the needs of different cultures? Is it to do with eligibility criteria? (This list is not exhaustive)


	Details:-
1. The HPA has adopted a Flexible Working Policy. The aims of this policy are to create a flexible working environment that takes into account individual needs together with the requirements of the work and fellow employees. The policy is in line with the requirements of the Employment Act 2002, which introduced the right to request flexible working for the purpose of caring for a child and extended in 2006 to cover caring for an adult. The HPA policy extends the right to request flexible working to all staff, although each case will be judged on its merits.
2. There is a requirement in the policy to monitor requests for flexible working by race, gender and disability, although these categories do not appear on the application form, for flexible working. It is possible that this information is not being collected in the way that it was envisaged. 
3. A request will be sent to Heads of HR to clarify what information is being collected. Heads of HR will also be sent a request for evidence concerning the uptake of the policy and the responses to flexible working requests.
4. Analysis of part time working at the HPA suggests that flexible working is accessed by a wide range of staff.

	Consultations

(Consider internal and external consultations)

	State who you will consult:-
· National Joint Staff Committee

· Heads of HR and Business Partners
· Equality and Diversity Project Lead

· Trade Union and staff side

· HPA Equality and Diversity Group



	Impact of the component
Does the component promote positive equality, diversity and good relations? If so, in what way?  If not, does it have a negative impact?  How can this be avoided? How can you make sure other groups are not excluded or marginalised?


	Is there an impact on a particular group?
If yes, please state group(s):-
The policy will assist staff with caring responsibilities which is traditionally a gender issue and may also assist disabled staff who may benefit from flexible working arrangements. There are no obvious negative impacts.

Better monitoring of the outcome of flexible working requests will highlight groups who are being excluded or marginalised.
Could the way the component is carried out have an adverse impact on equality of opportunity or good relations between different groups?
Potentially this could happen if requests for flexible working are not considered fairly and reasonably. 
Also full time staff and staff without caring responsibilities occasionally complain that they are asked to carry a disproportionally greater workload burden or are asked to work unsocial hours to accommodate the flexible working arrangements of other staff.
Does the component promote equality of opportunity and good relations?
Yes it will allow some individuals to remain in the workplace or take up new positions which may not be possible without flexible arrangements. 
Is the component directly or indirectly discriminatory, and can the latter be justified?
The component is not directly or indirectly discriminatory.


	Alternatives
(Consider if alternative components would limit adverse impact or, if adverse impact is necessary, why alternatives would not work)

 
	Can changes be made to the component?
This would depend on further information to be provided by Heads of HR.
Can the component be implemented in a different way?
As above
Would a different component reduce or eliminate the adverse impact?
As above
Is there any reason why alternatives would not work?
Not applicable


	Are there any financial implications in doing this?  
	What are the financial implications?

There are no financial implications.
How you will you fund the requirements?



Follow up on EIA outcomes

Follow up on EIA outcomes and action plans will be reported to the Equality & Diversity Group. 
The Group will make regular reports to the HR Committee on the following 

· progress made
· outcome of monitoring and review
· challenges/difficulties
· support required

The outcome of equality impact assessments including consultations and action plans will be published on the HPA website as part of the Agency's statutory duty.
Yes
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