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1. Introduction 
The Council’s Incapability Work Performance policy has been in place for several years but was revised within the last couple of years.  

The main aims and objectives of this policy and procedure are:-

· To ensure a systematic and corrective approach when an employee’s performance has been identified as inadequate.

· For the manager to assist the employee in the most appropriate way to improve performance to an acceptable standard in the existing post, but there may be circumstances where redeployment to an alternative post may be considered.

2. General problems and issues already identified that might affect the Incapability- Work Performance policy from meeting its aims

Lack of management experience/competency in dealing with work performance issues  remains a serious concern.  Training is available but should be made mandatory and more accessible.

There seems to be a general reluctance of managers in dealing with work performance issues.

The policy requires a further review  to separate incapability due to ill health from incapability due to poor performance, as they are two completely different issues.

Expert advice and guidance is available from HR and the Equalities team for specific issues and information is also available on the CIS.

More in depth advice and coaching can be provided to the manager by the HR service, the level of coaching and support will vary depending on the experience and needs of the manager.
3. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?
There is currently no data held on Resource link in respect of incapability due to work performance.
The 2006 Staff Survey did not have any relevant comments from staff that could be included.

4. Assessment of impact on equality groups 
Disability: Challenge assumptions about disability when evaluating performance and attendance. Seek advice from specialists (eg Occupational Health, Employment Development). Consider offering information in a range of formats.

Race: Consider whether translators are needed at meetings and be aware of impact of cultural issues on performance and attendance.

Sexual Orientation: Relevant in cases where it is causing intra team problems which are affecting performance and/or attendance. 

Religion/Belief: Consider providing particular support for employees, and whether “expert” advice needs to be sought. 
Age: Challenge assumptions about age and performance (inability to adapt to new ways of working, “stuck in the past”, too young to be able to do the job eg not enough experience, insisting on spurious levels of experience in person specifications etc)
Gender:  challenge assumptions that may be based on gender sterotypes.
5. Monitoring arrangements 
The six equality strands cannot currently be monitored via Resource link to identify any common issues/themes or to identify any hotspots (see 3 above).  
6. Conclusions and action plan
	Issues identified
	Actions required
	Progress milestones
	Officer responsible
	By when

	To ensure accessibility to all staff policies and supporting guidance needs to be written in plain English


	Provide plain English and policy writing techniques for all HR staff
	
	HR Policy Working Group
	January 2010

	Need to raise profile of the Managing to Improve Performance training course currently available for managers.


	Ask the Training Administrator to raise the profile of courses to maximise attendance


	3 months – to ensure booking onto the course have increased


	HR Policy Working Group
	January 2010

	Ensure managers know when to ask for advice and how to access it


	Publicise the HR web pages.  Reminder in Communication bulletins/core brief etc
	
	HR Policy Working Group
	January 2010

	Lack of information currently held on Resourcelink and no monitoring of data
	Find out how this information is best captured and monitored via Resourcelink
	September 2009
	HR Policy Working Group
	March 2010

	Raising awareness of managers of equality strands that must be considered when dealing with work performance issues so that any general assumptions or potential discrimination issues can be addressed
	Training.  Encouraging managers to attend the equalities workshops

Ensure all managers understand where to obtain advice, guidance and support.
	
	HR Policy Working Group
	March 2010
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