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1. Introduction 
The Council’s Disciplinary Procedure has been in place for several years but was reviewed and strengthened with the introduction of supporting management guidance on the process.

The main aims and objectives of the procedure and guidelines are:-

· To harmonise the disciplinary policy for the majority of employees and ensure a consistent approach is used across the Council.

· To ensure compliance with legislation.

· To provide guidance for managers and employees on the standards of performance and conduct expected and the measures to take if these are not achieved.

2. General problems and issues already identified that might affect the disciplinary procedure and guidelines from meeting its aims
There are a number of areas where discretionary judgement is required and the procedure and supporting documentation have aimed to provide the relevant parties with the advice and guidance they need in dealing fairly and transparently with such matters.    
The new Investigator’s Guide and check list, which in essence is a mini-training module is available to assist when making subjective decisions and should reduce the amount of discretionary judgement needed.   There is also a template for panel members to document their decision process as part of any disciplinary.   The template gives clear guidance on key issues they need to consider in order for the process to be fair and transparent.
Lack of management experience/competency in dealing with what are sometimes very difficult or complex cases has also been a concern.   This will be addressed, in part, by the additional support materials being provided but a recommendation is being put forward that Disciplinary Training forms a “compulsory” part of the manager’s toolkit of training but the success of this will depend on the organisation’s general commitment to supporting such an initiative  Coaching will be provided to the manager by the HR Service, the level of coaching and support will vary depending on the experience of the manager and the complexity of the case. 
3. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?

A range of data has been analysed in order to complete this Equality Impact Assessment. 

Data that records the number and of diciplinaries has revealed that 24 disciplinaries involving 23 members of staff took place in the period 01 April 2008 – 30 September 2008.  
Of those disciplined 14 were male and 09 were female. This potentially indicates a gender bias especially as just over 70% of the council’s workforce are women. However this is similar to national offending figures that show male offenders out number female offenders 4:1. 
Only 6 months of data was analysed and it will be important to review this in one years time to see if other any other trends are apparent.  The data highlights the need for HR staff to be consistent in the reporting of disciplinary cases.
4. Assessment of impact on equality groups 
The Equalities Impact Assessment of the Disciplinary Policy looked at the known impact of the policy but because this is based on a limited amount of data it is important that the organisation continues to collect this data to analyse the impact over time.

Our initial assessment of the six strands looked for anything that could potentially discriminate or disadvantage certain groups of people, and concluded that for all of the six equalities strands we should consider:   
· How Disciplinary panels are made up? Was there a requirement for a core group of panel members to ensure consistency of decision making etc?

· Was information fully accessible? Did we need to consider offering the policy in a variety of formats?

· Should we provide interpreters/ translators where appropriate?

In considering the actual impact of the Disciplinary Policy, we analysed the data that is currently available and considered how the policy could work in practice for each of the equality strands of Gender, Disability, Age, Race, Sexual Orientation and Religion/Belief

We did this by:

· Considering whether the new policy meets the particular needs of each of the six equalities groups

· Identifying any differential impact (positive or adverse) for each of the groups 

For all six of the equality strands: 
· It was identified that where possible disciplinary panels will be reflective of the staff involved.

5. Monitoring arrangements 

The six equalities strands will be monitored via Resource link to identify any common issues/themes.

It is proposed that six-monthly report are made to the Corporate Equalities Group or more frequently where potential problems, patterns or hot spots are identified.

The policy and procedure are regarded as living documents and will be constantly reviewed, improved and updated.

6. Conclusions and action plan
	Issues identified
	Actions required
	Progress milestones
	Officer responsible
	By when

	Need to raise profile of disciplinary course available to managers. 


	Ask training administrator to raise profile of course to maximise attendance.


	
	HR Policy Group 
	Jan 2009

	Organisation needs to explore making some training compulsory for all managers. 
	Speak to HRM responsible for T&D

	
	HR Policy Group
	Jan

2009

	To ensure accessibility to all staff policies and supporting guidance need to be written in plain English
	Provide plain English training for HR staff responsible for policy writing.  Explore with HRM. 


	Template letters already adhere to plain English standards
	HR Policy Group
	Dec 2008

	HR need to ensure all data is entered into Resource Link in a timely and accurate manner
	Ask HRM to send reminder e-mail to all HR staff 
	
	HR Policy Group
	Dec 2008

	Figures relating to staff disciplined need to be reviewed in 12-18 months when a wider range of data will be available.
	Cognos report to run in September 2009 so that a years figures can be analysed. Speak to HRM re process. EIA to be updated as appropriate 
	April 2009
	HR Policy Group
	Sept 2009

	Comments/figures from 2008 staff survey need to be included in EIA 

	Results to be included when available.
	
	HR Policy Group
	Feb 2009

	Organisation needs to agree how Exit Interview information is gathered and analysed
	To be raised with HRM. If new system is agreed data may need to be monitored and included in EIA
	
	HR Policy Group
	Dec 2009

	Are equality groups aware of how they can raise issues about policies/EIAs? 
	Discuss with equalities team
	
	HR Policy Group 
	April 2010

	Policy/Guidelines do not refer to the make up of panels and other equality issues managers may need to consider when managing discipline
	Applicable to all 6 equality groups. A paragraph needs to be added to the investigators guide that informs managers that throughout the disciplinary process they need to consider equality requirement
	Draft paragraph to be written & forwarded to JF for comment.
	HR Policy Group 
	Ongoing
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