
Health Protection Agency
Equality Impact Assessment Template

Recruitment and Selection

	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:-
HPA Recruitment and Selection Policy and Procedure
Version:- Final
Authors:- Head of Recruitment and Selection
Human Resources
Date Created:- 23 January 2009 
Date of Next Review:- 23 January 2010

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


	Aim:- 

To update the current HPA Recruitment and Selection Policy and Procedure.
Objectives:-
• To enable those involved in recruitment to work consistently towards their

objective, i.e. the recruitment of employees with the quality of skills, abilities, knowledge and experience to carry out their tasks to a high standard.

• To ensure consistency, fairness and equal opportunities.

• To provide guidelines for application by service users

• To set standards of ‘best practice’ and implement these throughout the HPA.

• To set a HPA style for advertising to ensure consistency and recognisable branding

• To ensure legislative requirements are met

• Promote HPA’s vision and values.

• In order to ensure these standards are met, the recruitment procedure should be referred to.

Outcomes:-
A fair and consistent recruitment approach that meets the HPA’s and legislative requirements. 

	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:

The new policy will affect: the following groups
· Race/ethnicity

· Disability

· Gender

· Sexual orientation

· Religion/belief

· Age 


	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:

None of the procedures in the policy are likely to break the law. However for the policy and procedures to be implemented fairly and in a non discriminatory manner, other areas of recruitment and selection need to be followed, such as recruitment and selection  and equality and diversity training for those involved in the recruitment process.
HPA employment data shows that women and minority ethnic staff are under-represented in particular grades and occupations. There is limited data available on disability, religion/faith and sexual orientation. 


	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]
The component has relevance to equalities

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:-
The HPA Recruitment and Selection Procedure and Policy has been developed using the CRE Statutory Code of Practice on Racial Equality in Employment,, as guidance. This statutory guidance is also relevant for the other equality strands eg gender, disability etc. The guidance covers the full range of recruitment and selection activity.
Given the complexity of recruitment and selection, there are several areas where the law could be broken inadvertently eg inconsistent shortlisting, advertising in places where some social groups are less likely to look for jobs, devaluing one set of qualifications and favouring another set unfairly. The recruitment and selection procedures and policy have been designed to eliminate as many of these factors as possible.

All job descriptions and person specifications will be assessed for any potential barriers or discriminatory criteria prior to the recruitment process.



	Consultations

(Consider internal and external consultations)

	State who you will consult:-
Members of staff within Human Resources

Trade Unions nationally and locally

Chair of HPA staff side

Executive Directors

HPA Equality and Diversity Group

HPA OSDG



	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):-

Women and minority ethnic groups are under-represented in particular occupations and grades. It is likely that people with disabilities are under-represented in the workforce, in relation to their proportion in society. This could be due to a variety of factors, workforce analysis is being undertaken to provide more evidence on patterns of recruitment and selection within the HPA for 2008/9. 
Could the way the component is carried out have an adverse impact on equality of opportunity or good relations between different groups?
The component has been designed to eliminate unfairness and discrimination, any departure from the procedure and policy, could result in an adverse impact on groups. The component is only one aspect of the recruitment and selection process, other areas include:
· Recruitment and selection training
· Equality and diversity training

· Developing mixed race and gender panels

· Developing positive action initiatives

· Leadership training for under-representative groups

· Seek accreditation to Job Centre Plus Two Ticks Disability initiative
These and other initiatives will be developed during 2009/10 and will contribute to the HPA achieving a representative and balanced workforce.

Does the component promote equality of opportunity and good relations?
1. Under the Race Relations Act 2000 (as amended), the Disability Discrimination Act 1995 (as amended) and the Equality Act 2006, the HPA has a duty to promote equality of opportunity.

2. As a matter of good recruitment practice, many public organisations, now promote the use of mixed race and gender recruitment panels. The HPA is currently looking at the most effective ways of adopting similar practices. As such it is likely that this will become part of HPA recruitment policy and procedure, in the near future.

3. Equality and Diversity training for all staff is now mandatory and will contribute to ensuring that all recruitment and selection is carried out in a fair and non-discriminatory manner.
Is the component directly or indirectly discriminatory, and can the latter be justified?
1. Equalities legislation allows for recruitment to be targeted at a specific group, where being a member of that group is seen as being a genuine occupational requirement.
2. Equalities legislation also allows advertising to be targeted at specific groups if they are under-represented in the workforce.


	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?
Changes will be made to the component to further promote equality of opportunity. During 2009, a full equality impact assessment will be undertaken on the function of recruitment and selection, within the HPA. This will include consultation with HPA staff, trade unions and external public and third sector organizations. The results of which will be fed into this recruitment procedure and policy.
Can the component be implemented in a different way?
The component will be implemented through a number of ‘roadshows’ throughout the HPA, to people involved in recruitment and selection.
Would a different component reduce or eliminate the adverse impact?
We believe that this component is the most effective way to ensuring fairness and eliminate discrimination from the recruitment and selection procedure.
Is there any reason why alternatives would not work?
As above


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

There are none associated with this procedure and policy, although there are costs associated with training on recruitment and equality and diversity training.
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.
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