Manchester Metropolitan University - Organisation Development, Training & Diversity

	Equality Impact Assessment
Policy Development Checklist 


The following guidance and checklist provides a framework for EIA to be used during the initial stages of the development of policies.  The checklist will help in considering the Policy intentions and outcomes and their impact in relation to equality and diversity (E&D). 
The value to the University of having a consistent and transparent approach to policy making is enormous. Equality “proofing” new policies, services and practices will enable us to meet our legal obligations to both remove discrimination and actively promote equality and diversity in everything we do and equality will become an automatic consideration in how we develop and deliver University practices and services.

When developing a new policy or reviewing a current one, we want to make sure that it will be fair, transparent, legal and consistently applied.  It is therefore good practice to use this Equality Impact Assessment Policy Checklist to support this as it forms part of the University’s approach to EIA. 
The Checklist is to be used for the development of any policy, not just those that appear to have high relevance in relation to equality and diversity issues. Completion of the Checklist does not need to be a time-consuming or difficult process but should raise some important questions in the development or review of polices.  
Once completed, the checklist should be attached to the Policy and forwarded to The E&D Team for review, prior to the Policy being submitted for final approval.

Any questions concerning this Checklist or any other equality impact assessment issue can be directed to Wendy Kenyon Equality & Diversity Manager Ext 6294 w.kenyon@mmu.ac.uk or Mona Patel, Equality & Diversity Officer Ext 3301 mona.patel@mmu.ac.uk. 
You may also find it helpful to refer to the 
EIA toolkit when completing this Policy checklist, it can be found at http://www.mmu.ac.uk/humanresources/equalities/doc/eia-toolkit.pdf.

	Policy Development Checklist

	Section One

	Faculty/School/Division
	

	Department :
	

	Checklist completed by : 
	

	Date of completion :
	

	Section Two – Policy Background 

	Is this a new or existing Policy being revised?
	New
	 FORMCHECKBOX 

	Existing
	 FORMCHECKBOX 


	1
	What is the name of the policy to be assessed?
	

	2
	Briefly describe the aims, objectives and purpose of this policy
	

	3
	Who is the policy owner/developer?
	

	5
	Who is intended to benefit from the policy and in what way?
	

	Section Three – Stakeholder Consultation 

	6
	Who are the main stakeholders in relation to this policy?
	

	7
	Are there any concerns that the policy could have a differential impact on any Equality Groups and what existing evidence (either presumed or otherwise) do you have of this? 

Please indicate agains the relevant equality category below
	

	8
	Race



	
	Disability 



	
	Gender (including transgender)



	
	Age i.e. Older people (50+) or Younger people (17 – 25) and children


	
	Sexual Orientation 



	
	Religion/Belief 



	9
	How have you taken into account the needs, issues, priorities and experiences of the different equality groups of staff when developing this policy? (e.g. consulted with staff equality forums) 


	
	

	10
	How has feedback from Consultation with different equality groups been used to inform this draft policy? 


	

	11
	Does this policy promote equal opportunities? 
	

	Section Four – Implementation 

	12
	Who is responsible for Implementing the Policy?
	

	13
	How will the Policy be Implemented?
	

	14
	What needs to be done to help the people implementing this policy to do so fairly and consistently?

	

	Section Five - Monitoring and Review 

	15
	Who is responsible for monitoring the impact of this policy and when?  
	

	16
	What Equality Monitoring Data and information ( quantitative and qualitative) will be required to monitor the policy to ensure that it is meeting its aims, is consistently applied and does is not   disadvantaging any particular staff group?  


	

	17
	Is that  Data and information already available, if not how will it be made available, who is responsible and what are the timescales for this   
	

	18
	Where data already exists what use has been made in developing this policy 
	

	19
	When do you think the policy will next need to be reviewed and by who?
	

	20
	How will you determine whether the policy had been effectively and fairly applied across the University?

	

	21
	Where do you anticipate that there may be inconsistencies of application?
	

	What are the resource implications of implementing this Policy? (including time, role, workload and costs) 



	What are the risks of not implementing this policy fairly and consistently? 



	As part of our Equality Impact Assessment duty, It is good practice to publish this Equality Impact Assessment next to approved Policy; when and where will you be publishing the results? 




Thank you for completing this EIA Policy Development Checklist, please forward a copy electronically to w.kenyon@mmu.ac.uk or mona.patel@mmu.ac.uk who will provide feedback so you can attach a copy to the policy for HR Directors approval.
SECTION 2

	E&D Team Comments: 


	Equality Fora Consultation & Comments:

	BME
	

	DSF
	

	GSF
	

	LGBT
	

	Approved E&D Team: 
                                                            Date:    





	Glossary of definitions  




Policy

For the purpose of EIA, a policy is any decision, principle, plan or set of procedures that influences and determines the way an institution carries out its business. This will include, for example, strategic plans, guidance material, and codes of practice, protocols, frameworks and regulations. 

Practice

More informal than a policy, a practice refers to customs or behaviour, perhaps built up over a number of years.  A practice can be routinely performed locally, regardless of any formal policy requirements. 

As well as ‘policies and practices’, the University will need to impact assess its services, provision and contracted services and activities. For example, this will include the library services, student placement providers and catering. 

Equality groups

Equality groups can face discrimination and disadvantage on the basis of, for example, their age, race, gender, disability, sexual orientation, religion or belief.  It is important to be aware of the particular needs of equality groups to ensure equal access and delivery of teaching, learning, assessment, services, support, achievement and employment. 

People can also belong to several equality groups at the same time and have multiple identities, for example, women with learning difficulties.
Consultation with people from different equality groups 
During the development and review of policy, policy developers should identify the appropriate level of consultation and involvement required with people from different equality groups who may be affected by the policy to ensure that the policy is inclusive. This will help to identify and address any adverse impacts the policy may potentially have on one of more of the equality groups. Consultation is defined as:
“A process by which management and employees or their representatives jointly examine and discuss issues of mutual concern. It involves seeking acceptable solutions to problems through a genuine exchange of views and information. Consultation does not remove the right of managers to manage - they must still make the final decision - but it does impose an obligation that the views of employees will be sought and considered before decisions are taken.” 
(ACAS, Communication and Consultation Guidelines)
Differential impact

This is where a particular group has or will be affected differently by the policy, service or practice under consideration in either a positive, negative or neutral way.

Negative / adverse impact

This is the point at which the differential impact of a policy, service or practice becomes detrimental to a particular group of people.

Adverse impact is broader in scope than ‘discrimination’.

Discrimination

Direct discrimination

This means treating a person less favourably than another in the same or similar circumstances. An example of direct discrimination would be to apply harsher discipline to a student or member of staff because they are disabled.

Indirect discrimination

This is where a policy, provision, practice or criterion is applied equally to everyone, but

· it can only be met by a considerably smaller proportion of people from particular equality groups

· is to their detriment and results in disadvantage and / or exclusion  

· and cannot be objectively justified 

An example of indirect discrimination might be where a University’s rules or practices do not allow for a particular racial group’s customs and these cannot be justified in terms of the institution’s needs.

Race / Racial groups

The word ‘race’ is best considered as an ‘umbrella’ term that embraces a number of diverse and overlapping elements such as culture, history and language.  The use of the word in no way indicates an acceptance of now discredited theories that arose in the 19th and 20th centuries.  It is worth noting that the European Union has rejected theories which attempt to determine the existence of separate human races.

The term ‘racial groups’ includes: ethnic origin, national origin, colour, nationality and race as defined above.
� The EIA Toolkit is currently under review.
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