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1. Introduction 
Bath and North East Somerset Council recognises the need for all new employees to undergo a period of planned induction, training and integration into the workforce. 

The purpose of the probation period is to ensure that new employees are able to meet the requirements of the job through induction, mentoring, training and support and where performance is not satisfactory, early intervention is taken.

The Council has an established Probationary Procedure that has been applied consistently over a number of years.    The reason for reviewing the policy is to provide greater support to both managers and employees in dealing with unsatisfactory performance during the probationary period.   As part of the review, a number of supporting documents have been developed such as action/development plans.
The procedure has been improved to ensure that probation issues are dealt with without undue delay and consistently and fairly.  The procedure will continue to be applied in a non-discriminatory way, irrespective of an employee’s age, disability, gender, marital status, race, religion and sexual orientation.   There is no anecdotal evidence to suggest any bias or discrimination.
2.  Specific Policy and Procedural Change as a result of the Equalities Impact Assessment
A number of key issues and responsibilities have been re-iterated as part of the new policy and procedure including:

· the manager’s responsibility in ensuring the employee understands the importance of the probationary process is clearly set out within the policy and procedure

· Ensuring that an induction is carried out with the employee so they understand their role in the team, service area and how it contributes to the wider achievements of the Council and the standards expected.
· Holding regular meetings with the employee throughout the probationary period to set objectives, standards, expectations and to discuss their performance. 
· Ensuring that employees have access to the information, instructions and resources necessary to do the job
· Highlighting at the earliest opportunity, areas of performance, conduct or attendance which need improvement and consider whether assistance and training is appropriate or whether the employee needs to be informed formally of concerns and then agreeing an improvement action plan
· Ensuring the manager provides all possible support to the the probationer to meet their objectives, including any reasonable adjustments; this includes discussion on any concerns or issues which could be affecting the employee or impacting on their work 

2. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?

No data was analysed – all employees are required to undergo a probationary period.    The main reason for the review of the policy and procedure was in response to management feedback and lack of clarity/support materials.  There is no evidence to suggest any bias or discrimination in regard to the implementationof the policy.    The policy applies across all staff groups irrespective of gender, disability, race, sexual orientation, faith and age.   Disability is the one area where consideration needs to be given to the requirement to make reasonable adjustments and this has been identified as part of the Action Plan.   Any future monitoring will be around whether the supporting documentation and revised policy has any impact on number of staff satisfactorily completing their probationary period.   
3. Assessment of impact on equality groups 
Other than Disability - no impact identified – see above.   

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

	Consult and agree revised policy with Council and Unions.   Promotion of the revised policy to line managers including any supporting procedures/ documentation.   
	Consultation should be minimal as no direct change to general policy but more support and guidance for managers in handling incapability during the probationary period.

Distribute and publicise policy to relevant professional groups
	Policy and Procedure signed off by Unions and Employment Committee

Managers fully aware of new policy 
	Jayne Fitton

HR team through attendance at Service Team Meetings
	End of Sept 2009 

	Ensure policy uses plain English 
	Re-write has enabled simplification of language
	Respond to feedback and amend policy/procedure if necessary
	Project Team responsible for Probationary Policy
	Ongoing

	Ensure coverage around requirement to make Reasonable Adjustments and DDA is adequately covered in Policy/Procedure.
	Consider how this might be dealt with through Reasonable Adjustments Panel
	Clear procedural guidance for managers in dealing with DDA issues during probation.
	Project Team responsible for Probationary Policy
	Formalised April 2010

	How do we measure whether the revised probationary measures are working?
	Year on Year comparison of numbers failing their probationary period – is there evidence to support that support systems e.g. action and development plans are working.
	Managers are adhering to policy and have set in place appropriate support for staff including one to ones, action/development plans and 
	Review by Project Team responsible for Probationary Policy
	September 2010

	Ensuring managers are aware of revised policy/procedure 
	Publish on the intranet and highlight through managers briefings etc.  
	
	JF 
	October 2009 at the latest
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