[bookmark: _Toc34335]APPENDIX B – Equality Analysis 
Managing Concerns with Performance Policy 
	What are the intended outcomes? 
LCH has committed through its vision “to provide the best possible care in every community”. In order to achieve this vision, LCH will ensure that it recruits, retains and develops the best staff and engages and empowers them to achieve and maintain high standards of work. 
An effective performance management policy is essential to the on-going success of the organisation as is full engagement and participation with the appraisal process. 
 
Aims and Objectives 
LCH will aim to ensure all staff clearly understands the standards of performance expected of them and are fully supported to achieve and maintain these to a high standard. 
 
The primary aim of the procedure is to provide a supportive course of action for employees whose performance falls below the expected standard. 
If it becomes apparent that an employee is not achieving the required level of performance this policy and procedure aims to enable managers to address the situation in a prompt, constructive and effective manner. 

	Who will be affected? 
The managing concern with performance policy is an internal policy which impacts on employees and managers but not directly on service users or the public at large. Nevertheless it is a vital part of the way LCH operates to make sure that the workforce is performing at its best and is therefore serving the community to maximum effect. This EA seeks to ensure that LCH can be confident that the managing concern with performance policy is fit for purpose and does not deliberately or unwittingly discriminate against any section of the workforce. It examines the policy from the viewpoint of the 9 main protected characteristic groups – Age, Disability, Gender, Gender Reassignment, Pregnancy and maternity, Marriage and Civil Partnership, Race, Religion and Belief, and Sexual Orientation – and also gives thought to whether any other groups might be disadvantaged. 
If any issues are uncovered, an action plan will set out our intention to rectify the situation. 

	Evidence 

	Disability 
Individuals with mental health conditions may find themselves unable to cope with ‘day to day’ activities including work activities. This can place them at an increased risk of performance management action if managers are unable to empathise with staff or are unaware of mental health problems as a result of poor disclosure mechanisms. (EHRC employers guidance) 

	Sex 
Higher levels of part-time/reduced hours working may place female workers at an increased risk, as their workload may be substantially higher than that of which it should be. 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	Race 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	 

	Age 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	Gender reassignment (including transgender) 
Currently the organisation does not analyse equality data of those staff involved managing concerns with performance policy, however data held shows that no staff define themselves as Transgender on ESR. 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	Sexual orientation 
The organisation collects sexuality data at the point of application and employees can update equality data using the self-service function on ESR. 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	Religion or belief 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 

	Carers 
Analysis of equality data of staff subject to managing concerns with performance policy is not collected at present and so analysis is not yet possible. 


	Engagement and involvement 

	(How have you engaged stakeholders in gathering evidence or testing the evidence available?) 
Ongoing stakeholder engagement will happen as the policy navigates through the organisational governance structure 

	(How have you engaged stakeholders in testing the policy, programme proposals or service) The draft policy will be shared with stakeholders for consultation at all stages prior to being presented through the formal approval process. 

	(For each engagement activity, please state who was involved, how and when they were engaged, and the key outputs) 
This will be documented as part of the policy development and available to view at the rear of the policy on Elsie 


 
 

	Summary of Analysis 
 
Poor communication of this policy could impact negatively on some staff groups. For example if the policy is not available in alternative formats, staff with disabilities could be impacted in a negative way. 
 
Line managers need to understand their responsibilities when implementing this policy. If managers fail to develop this understanding and/or attend training to help them to do this, it could result in this policy being implemented unfairly. There is the potential for the policy to have an adverse impact if the training/awareness that supports it does not adequately cover how equality aspects can be relevant to the effective, fair and successful implementation of the 
The analysis of data held on ESR of staff being performance managed by protected characteristic does not happen at present. 
 
Analysis by protected characteristics is necessary to ensure that organisation meets the requirements of the three General Duties under the Equality Act 2010. 
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Equality Analysis action plan 
 
	Actions 
	Target date 
	Person responsible and their Directorate 

	A communication plan will be implemented ensuring employees and managers feel confident and have the knowledge to use the policy, and are clear about what the policy mean for them personally. Staff involved in the communication process will be required to give regard to our obligations under the Equality Act 2010, including; 
 
· alternative formats of policies will be sent to those that need it 
· email – appropriate font size and accessible documents will be used to ensure no one is excluded 
	Immediate 
	Helen Dixon, Workforce 

	Commence with the collection and analysis “performance management” data by age, gender, sexuality, ethnicity, disability, marriage or civil partnership, religion and belief. 
	Immediate 
	Sue Ellis, Director of Workforce 

	Include the equality data analysis of those staff in performance procedures in Workforce reports to SMT 
	By the end of quarter 2 2014/15 
	Sue Ellis, Director of Workforce 

	Include the equality data analysis of those staff in performance procedures in Workforce reports to the Finance & Performance Committee. 
	By the end of quarter 2 2014/15 
	Sue Ellis, Director of Workforce 

	Include the equality data analysis of those staff on performance procedures reported in Workforce reports as part of the Public Sector Equality Duty information published as a requirement of the Equality Act 2010. 
	By the end of March 2015 
	Richard Worlock, Equality & Diversity 
Manager 
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